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Chapter 1 
3TATEME ~ T OF THE PR03LE M AND OBJECTIVES OF THE STUDY 
Introduction 
Today, in ~ merica there is an increasing consumer 
market for health services, a demand associated with the 
changing population composition and changing disease 
patterns. Furthermore, Americans consider health care a 
right. As consequence of these factors and increasing 
governmental interest, health care planning has evolved in 
most states, including South Dakota. 
A central aspect of health care planning is to 
develop manpower to deliver health services to the 
populations in need. studies of health manpower begin 
with simple numerical quantification, but in order to plan 
realistically there must be an understanding not only of 
how this manpower reserve changes in size, location, and 
composition, but also of those factors that are associated 
with movement from one occupational career status to 
another. such movement, called career mobility, is 
defined as shifting or · moving from one occupational stage 
to another wit hin the same occupational category. 1 Career 
1ualter Slocum, Occu ational Ca reers, ( Chicago: 
Aldine Pub lishing Co., 197 4 , p. 511 . 
mobility can be further differentiated into vertical and 
horizontal mobility. Vertical movement encompasses a 
change in job assignment plus a change in social status. 
Horizontal mobility involves a change in job assignment 
without a chan g e in social status. Geographic mobility 
is viewed in this study as job change between communities 
and as a component of horizontal or vertical mobility. 
Economists h .. .J ve sought to explain "work force" 
mobility in terms of wage differentials or movement in 
the direction of higher paying jobs. social scientists, 
although acknowledging economic factors, have investi-
gated additional factors as part of the effort to under-
stand "work force 11 behavior . Research findings reveal 
that mobility tends to be selective of specific occu-
pations. For example, professional workers are more 
likely than other occupational groups to make geographic 
moves, but they also tend to make fewer job changes than 
I laborers. Gross manpower changes, such as those investi-
gated in career mobility studies, and not just net 
participation rates, illuminate the dynamics of the 
"work force.n 2 
2Philip M. Houser, 11 Labor Force," Handbook of 
1"1 ode r n S o c i o 1 o g y , ( Chic a g o , I 11 : R and f1 c ~·J all y C o • , -
T96.4) , P'. 1 7 a-;--
3 
Health care professionals in south Dakota, a 
rural state with a recognized lack of health care 
facilities and a physician to population ratio of 1:1343 
in 1975, 3 have become increasingly concerned with how 
best to recruit and mobilize personnel to maintain ade-
quate health services. In 1973, South Dakota had 17 
counties without a civilian physician, 4 and although these 
counties were sparsely populated the need for health care 
services remains a salient factor. The achievement of 
a desira ble distri bution of manpower is crucial for 
optimal delivery of health service to South Dakota 
residents. An understanding of the causes and patterns 
of career mobility of health providers is precursory to 
the establishment of policy goals promoting efficient 
utilization of health manpower. 
The career mobility patterns of registered nurses 
and the impact of these patterns on the health manpower 
supply, amidst the increasing consumer demand for health 
care, provides a meanin gfu l arena for study. 
3Heal th , Rockvillo, na ryland: United States 
Department o f Health , Educat io n , and ':l elfa re, 197 :3 , 
p. 10 ;:; . 
4Health Service for Rural South Dakota, 
Brookings, South Oakota :~g r~culture Exper~ment Station, 
South Dakota State University, 1974 . 
4 
statement ~ Importance of the Problem 
This study attempts. to investigate the following 
problem: 
"Uhat are the factors associated with career 
mobilit~ of South Dakota reg istered nurses, ~ ~ do 
these mobility patterns ~when associated with ~ 
controlled for selected structural and social variables.n 
The health manpower plan for South Dakota states, 
"Registerod nurses form the single largest health man-
power group in South Dakota. They offer by far the bulk 
of health care man hours in hospitals and nursing homes; 
and supply vital health needs through public health 
nursing, school nursing, and assistance in doctors' 
offices.n 5 Consequently, they represent a major con-
tributer to the health -team. Therefore, an investiga-
tion of the stated problem is important as it would 
identify factors associated with career mobility of 
nurses. The inquiry would yield information on nursing 
manpower demand created by mobility and turnover and 
not just by the demand structure of the market. A 
valu e of this inquiry would be the identification of 
5 Nursinq Component of the He3lth Manpower Plan, 
Pierre, So-u t h Dakota , c oop eratl\ie p._ o j e ct of s outh-
Oak6ta Health a nd Health Systams Ag ency, and United States 
Public Health De part ment, J une 1977, p. 3. 
_,/ 
specific areas and health organizations with high nurse 
turnover and career mobility. The mobility patterns of 
south Dakota registered nurses have health manpower ram-
ifications for the entire state health delivery system 
and should be considered in any health planning and 
policy making decisions. 
Mobility research has primarily investigated 
the work records of males because women have tended to 
be intermittent rather than continuous members of the 
11 work force." Although interrupted career lines may 
continue to be the norm for women, the increasing num-
ber of women employed makes an analysis of their career 
paths timely. 
Ascertaining and understanding the association 
between social and structural factors and the mobility 
J pattar·ns of occupational groups can assist educators 
as they attempt to train, educate, and place students 
within chosen fields. Furthermore, mobility rates and 
ranges reflect extensive chan ge s in the labor supply. 
These changes can have consequ ences for the individual 
as severe as unemployment and for society as severe as 
curtailment of needed health care services. 
Finally, in attempting to assess the future 
5 
6 
nursing manpo~er supply, a difficulty arises in determin-
ing the effects of individual mobility patterns on the 
occupational gr oup's size, location, and composition. 
Furthermore, a question arises as to ~hich social and 
structural cl1aracteristics are most closely associated 
with these mobility patterns. 
Objectives of the study 
The objectives of the study are to determine: 
1. The extent of career mobility among South 
Dakota re~istered nurses. 
2. The factors associated with career mobility 
among South Dakota registered nurses. 
3. The extent to which the variations in select-
ed social and structural factors help explain career 
mobility among South Dakota registered nurses. 
Organization of the Thesis 
The remainder of thesis is organized as follows: 
1. Chapter 2 reviews selected literature perti-
nent to the study. 
2. Chapter 3 includes the theoretical framework 
and research hypothesis. 
3. Chapter 4 presents the research desi gn and 
methodolo gy . 
4. Chapter 5 reports the analysis of the re-
search findings. 
7 
s. Chapter 6 includes a summary of the research 
findings and conclusions, implications and limitations 
of the study, and suggestions for further research. 
Chapter 2 
REVIEW OF LITERATURE 
This chapter reviews selected literature rele-
vant to the present study. It surveys mobility studies 
and literature pertinent to career mobility patterns. 
Stu dies in Occupational Mobility 
Mobility studies have been affiliated primarily 
with occupational shifts across generations. Career 
mobility, a patterned path of movement within an occupa-
tion,1 has been studied with an emphasis on the upward 
vertical dimension. In todays employee society, complex 
organizations have established rigid step by step, ver-
tical career lines to promote labor force satisfaction, 
stability, and motivatio~. 2 Although horizontal and 
geographic movements may accompany vertical movements, 
they are separate analytical dimensions of mobility. 3 
1sarney G. Glaser, Orqaniz ational Careers, 
(Chicago: Aldine Publishing ca., 1 ~Go;:-p . 1. 
2Harold L. Ui lensky , "Orderly Careers and Social 
Participa ti on, tr Am erican Sociolog ic a l : ~ aviaw , 26 , 
(Au g ust 1961), p. ~ 2 ~ . 
. 
3 .i ichard H. Hall, _g ccupations and the Social 
Structu re , (En g lewood Cliff· , New Jersey : 'P'"rentice Hall 
Inc., -1 969 )~ p. 306 . 
4 . 
Walter Slocum generalized that careers involve 
long term ·cammi tments which f ·ew adults., except those in 
high status positions, skilled crafts, and farming are 
willing to make. 
5 Delbert Miller and William Form have conceptu-
alized an individual's active work life into initial, 
trial, and stable stages. Correlating these stages with 
an individual's age, they described typical patterns of 
career movement pertinent to different occupational 
classifications. Miller and Form generalized that al-
though professional workers may start their work life on 
many different occupational levels, they soon move to 
professional status with little experience in other 
9 
occupations. Moreover, once at professional status, few 
members risk trying other jobs. 
Joseph Gusfield6 examined career stability 
patterns of the Ohio labor force. He concluded that 
professionals displayed the most occupational and work 
4walter Slocum, Occupational Careers, (Chicago: 
Aldine Publishing Co., 1974), P• 241. 
5oelbert Miller and William Form, Industrial 
Societt, (New York: warbers and Bros., 1951), 
pp. 54 -604. 
6 Joseph Gusfield, "Occupational Roles and Forms 
of Enterprise, 11 American Journal of Sociology, 66, (May 
1951), p. 577. 
site stability (same job for six years); however, even 
among professional, only 20 percent had worked in only 
one place. 
Studies by Albert Reiss 7 indicated that within 
the professional occupational category there is great 
variety of mobility. Using the carr-saunders classifi-
cation of professionals (marginal, would-be, semi, new, 
and established), Re iss concluded that a large propor-
tion of the immobility attributed to professionals was 
contributed by one group, the old established profes-
sional. 
A profile on women dentists by Edward Linn 8 
notes mobility differences related to ascriptive char-
acteristics. He reported that 44 percent of women den-
tists ever in private practice, compared to 17 percent 
of the men in private practice, had practiced in more 
than one city or town. Other findings in this study 
affecting the career patterns of women dentists were: 
1. Marriage increased the likelihood of career 
7 Albert J. Re iss, 11 Occupati anal f'lobi 1 it y of 
Professional uorkers , II American sociolog ical i~ eviow, 
20, (Dece mbe r 1955 ), pp. 693-700 . 
8 Edward Linn, "Uomen Dentists: Career and 
Family, n Social Problems, 18, (tJinter 1971), pp. 
393-403. 
10 
1 1 
interruptions. 
2. Married women dentists were more mobile than 
single women dentists. 
3. The major reason for movement between cities 
by married women dentists was the location of their 
husband's work. 
4. Married women dentists indicated their hus-
bands displayed pride and acceptance of the wife's career. 
5. ~1arr i ed women dentists indica ted 11 family rela-
tionships" as the most satisfying factor in their lives, 
compared to single women dentists ~ho selected "career 
participation." 
9 Slocum g eneralized that it is in the early 
stages of a career that the greatest amount of mobility 
occu rs . 
Miller and Form 10 theorized that '' ••• career pat-
terns are profoundly influenced by career orientations.u 
They have conceptualized career orientations found in the 
trial work stage into six attitudinal sets. They are: 
1. Ambitions, or feelin gs of optimism toward 
9 Slocum, ££• ~it., p. 278. 
10rorm and f-!iller, .££• ~i_!., pp . 555 - 560. 
reaching hi gher occupational goals . 
2. Responsive, or feelings of fulfilling a 
career role that others expected one to assume. 
3. Fulfilled, or feelings of satisfaction to-
wards ones occupational level. 
4. Confus ed , or feelings of uncertainty per-
taining to past, present, and future work progress. 
5. Frustrated, or feelin gs of being thwarted 
in occupational aspirations. 
6. Defeated, or feelings of resignation and 
hopelessness regarding work progress. 
1 1 Glaser has postulated that career paths and 
opportunities are affected by the growth and decline of 
occupations and organizations. 
Howard aecker 12 identified the career movement 
of public school teachers in Chicago as being primarily 
horizontal movement. He found teachers moved to posi-
tions that were functionally identical but perceived as 
more desirable by the teacher. 
1 1 Glaser, op. cit., p. 14. 
12 Howard Beckor, ncareer of the Chicag o Public 
Schoolt eacher , 11 l\me rican Journal of Soc iolo gy, . 5 7, 
( M~rch 1952), pp. 470- 477 . 
12 
13 
Vertical mobility studies have primarily invest!-
gated characteristics of individuals in high status 
positions. 
Ascriptive and Achievement Studies 
A number of achieved and ascribed characteristics 
have been identified as having an effect on the career 
vi movements of individuals; namely, social origins and 
. . .................. _ ·~~ ..... __ ,.__ ... ~-
personal attributes. 
Social Origins. The effects of social origin on 
career mobility has been examined in a number of studies. 
Research by Robert Perrucci 13 suggested a direct 
relationship between social origins and intra-occupa-
tional shifts for engineering graduates from a midwest 
university. His findings indicated that sons of fathers 
of high status occupations were more likely to occupy 
high status positions in the engineering professions than 
were sons of fathers of low status occupations. Also 
noted was the finding that the association between job 
position prestige and social origin was greater among 
13nobert Perrucci, ttThe Significance of Intra-
Occupational Nobility: Soma Methodological and Theoret-
ical Notes, Together with a Case Study of Engineers," 
American Sociological Review, 26, (December 1961), 
pp. 874-883. 
I 
14 
recent engineering graduates than among earlier graduates. 
Studies by Robert and Carolyn Perrucci, 14 in-
volving other engineering graduates, revealed education 
and grades to be intervening variables between social 
origin and job success. A national sampling of engineers 
and the inclusion of a school selectivity variable, led 
Perrucci and Perrucci to conclude that " ••• school selac-
tivity and grades ~era directly related to success only 
among high grade engineers from highly selected colleges." 
The effects of ascribed characteristics, although not 
as important as achieved characteristics, continue to be 
viable factors in the attainment of success for engineers. 
Research by Peter Blau and Otis ouncan 15 deter-
_l mined that educational attainment and early work expari-
enca have a more pronounced effect on intra-occupational 
mobility than social origin. rurthermore, social origin 
and education have lass effect on upuard mobility as time 
goes on, and job experiences uere found to have an 
14carolyn Perrucci and Robert Perrucci, "Social 
Origins, Educational Contexts, and Career Mobility," 
American Sociological Review, 35, (June 1970), 
pp. 874-883. 
~ 15Peter Blau and Otis Duncan, American Occu~a-
tional structure, {Ne~ York: John Wiley and Sons,967), 
p. 4d3. 
15 
an increasing affect. 
Personal Attributes. Selected studies hav~ sug-
gested that career mobility is associated with personal 
attributes of incumbents. 
16 Slocum compared career mobility in an industri-
alized society to a contest in which talent, role compli-
ance, and long hours were required in order to achieve 
top positions. 
The willingness to put in long hours on the job, 
the ability to make tough business decisions and the 
possession of a strong character were salient traits 
identified by Lloyd Warner and James Abegglen 17 in a 
profile on top business leaders. 
lt d . 18 . d . t. t d f wa er Guzzar ~, ~n a escr~p ~ve s u y o 
young business leaders, noted willingness to work hard, 
effectiveness and dec~siveness, and preoccupation with 
the work role to be characteristics common to members of 
16slocum, £E• £!l., P~ 309. 
17 w. Lloyd warner and James c. Abegglen, "Occu-
pational Mobility of American Business Elites," in 
Sigmund Nosow and William Form (ads.), Man, Work, and 
Society, (New York: Basic Bookds Inc., 1"9'62·y;-- -
pp. 343-346$ 
York: 
18waltar Guzzardi, The Youn~ Executives, (New 
The New American Libriry, 19o4), pp. 4-6. 
16 
that group. 
The promotables in three corporations investigated 
by Sexton Adams and Don Fyfte19 were managers who made 
the proper decisions benefiting the company financially. 
Adams and Fyfte also found sponsorship by a highly placed 
executive to be an inportant factor for upward movement 
in business organization. Diane Crane20 reported simi-
lar findings for university settings. Finally, Adams 
and Fyfte21 have indicated that membership in a proper 
clique enhances chances for promotions in some business 
organizations. 
Slocum22 generalized that, along with role per-
formance, ability, senority, being in the right place at 
the right time frequently had an important effect on 
successful career mobility. In bureaucracies, it is 
often necessary for a position to become vacant through 
the movement of one individual before another person 
19sexton Adams and Don Fyfte, The Corporate 
Promoteables, (Houston, Texas: Gulf PUb!ishing Co., 
1969), pp. 175-176. 
20oiane crane, "Scientists at Major and Minor 
Universities," American Sociological Review, 30, 
(October 1965), pp. 699-713. 
21 Adams and Fyfte, ~· - ~~~ p. 58. 
22 Slocum, £e• £!!., P~ 32. 
17 
can move 
23 . Ely Chinoy found, in a study of automobile 
factory workers, that the seniority role, instigated and 
supported by unions, had relegated effort, character, and 
ability to a minor role when advancements were consid-
ered. 
Glaser 24 generalized that research and recogni-
tion are prerequistes for upward mobility in the scientif-
ic arenas. 
25 studies by Crane revealed the eminence of the 
Ph.D. granting institution to be an important factor in 
the upward movement of scientists in university settings. 
Theodore Caplow . and Reese McGee 26 noted that in 
universiti es, faculty performance evaluations were based 
" ••• almost exclusively on publication of scholarly books 
or articles in professional journals as evidence of re-
search activity." 
23 Ely Chinoy, Automo bile Workers and the American 
Dream, (Garden City, N. Y.: Doubl e da y co:-;-195"5"), p. 21J. 
24claser, ££• cit., pp. 3-4. 
25 crane, ££• cit., pp. 699-713. 
. 2 6Th eo do r e Cap 1 o t.J and R e e s e i'l c G e e , "P u b 1 i s h or 
Perish,n in Sarney Glas er (ed. ) , Or ganization 3 l Car ee rs, 
(Chicag o: Aldi n e Pu bli s hing Co., 1968 ), p. 227 . 
1 8 
Research by Anselm Strauss and Lee Rainwater 27 on 
career lines of chemists, revealed that interpersonal 
skill, luck, ~ and political skills were minor factors, 
when compared to professional productivity factors, in 
promotional considerations. 
Research by Nice stehr28 on career contingencies 
of sociologists revealed the continuing ~ff§ct of as-
~ ... -....... _ ... -----
criptive like factors, sucR as sex, highest degree, 
.----, ........ _. ____ ..,,,.._._,_,;.,....r<' ... " ""'•JOt . ...,•-..,._, •. ,, ''• .. ,, ,., '.,, -
and prestige of previous affiliation upon career, although 
the effect declined over time. 
A study by Daryl Chubin 29 on sex differences in 
career patterns of sociologists suggests the " ••• conven-
tiona! predictors of career success may not be reliable 
when applied to yomen ·: sociologists •" His findings . . 
27 Anselm Strauss and Lee Rainuater, The Profes~ 
sional Scientist, (Chicago: Aldine Publishing-co., 
1962), p. 84. 
28Nico Stehr, "Ascriptive Career Contingencies 
of Sociologists: A Longitudinal Analysis," American 
Sociologist, 9, (November 1974), pp. 206-211. 
29 Daryl Chubin, "Sociological f\lanpower and 
Yomanpo~er: Sex Differences in Career Patterns of Two 
Cohorts of American Doctorate Sociologists,n The 
American Sociologist, 9, (May 1974), pp. 83-9~ 
indicated that when women sociologists publish, they 
tend to be a part of a collaborative effort and their 
j u n i or aut h or s hip may ·con c e a 1 t h e i r vis i b i 1 i t y • 
Research by Michael Cohen 31 indicated that it 
was the " ••• elite of the profession that were the most 
19 
involved in the emergence of private practice in social 
work." He noted that private practice, and the associ-
ated higher income and greater autonomy, were sought 
by social workers " ••• most committed to the profession, 
most experienced and anxious to reach their own paten-
tial." 
30Michael Cohen, "The Emergence of Private 
Practice in Social lJork," Social Problems, 14, (Summer 
1966), pp. 48-93. 
Summary of Lit e rature ~ eview 
The literature supports the following general-
izations: 
1. Career mobility is associated with the 
upward mobility patterns of high status occupations. 
20 
2. Long term commitment 31 and occupational and 
work site stability32 are associated with the normal 
career curves of professionals. 
career 
3. Some dimension of mobility i§ found : in most 
paths. 33 
4. Mobility patterns of certain occupations 
have indicated sex differences, although these may not 
be a direct function of sex. Married women dentist are 
more geographically mobile than male dentists and single 
women dentists. 34 The major reason for this mobility 
was the location of the husband's job. Married women 
dentists selected family relationships as the most 
31 slocum, £E• E!l•• p. 241. 
32Gusfield, ££• £!!., p. 577. 
33Ibid, p. 577. 
34Linn, £E• cit., p. 278 
satisfying factor in their life, whereas single ~omen 
dentists indicated that career participation ~as. 35 
s. The greatest amount of mobility occurs in 
the early work stages. 36 
6. Career patterns are infloenced by career 
21 
. t t. 37 11 b ti 1 d . or1en a 1ons as we as y occupa ona an organ1za-
tional growth and decline. 38 
7. Education and grades were intervening vari-
ables between social origin and occupational success 
in studies involving engineers. 39 
- e. Educational attainment and work experiences 
have a more pronounced effect on occupational mobility 
than social origin, ~ith the effects of educational 
attainment decreasing overtime and the effects of york 
. . . i 40 
exper~ences 1ncreas ng. 
35 -
Ibid, p. 278. 
36 1 •t 278 S ocum, ~· ~·· p. • 
37 Form and Miller, ~· ~., pp. 555-560. 
38 
Glaser, ~· ~., p. 14. 
39 p . d p . . t 451 462 errucc1 an errucc1, ££• ~ , pp. - • 
40
elau and Duncan, ~· ~., p. 403. 
9. Achievement characteristics, 41 sponsorship 
d b h . . th 1. 42 . . t 43 an mem ers ~p ~n e proper c ~que, sen~or~ y, 
and being in the right place at the right time 44 have 
an effect on upward career mobility in the business 
sector. 
1 0 h . t. 45 . f t h • Researc recogn~ ~on, em~nence o e 
Ph 0 t . . t. t t. 46 h. 4 7 d •• gran ~ng ~ns ~ u ~on, sponsors ~p, an 
publication in leading journals 48 have an effect on 
upward mobility among scientists in educational in-
stitutions. 
11. The effects of ascriptive characteristics 
such as sex, highest degree, and prestige of previous 
affiliation have a continuing effect on careers of 
41 Warner and Abegglen, ££~ cit., ~P· 343-348; 
Slocum, ££• cit., p. 308; cuzzard~, ££• ~., pp. 4-5. 
42 Adams and Fyfte, ££• cit., pp. 175-176. 
43~h· •t 
L ~nay, £E• ~., p. 20. 
44 Slocum, 
45r~l 
_J aser, 
op. cit., p. 32. 
op. cit., pp. 3-4. 
46 Crane, ££cit., pp. 699-713. 
48 Cap low and r·l c C ee, £2.• E2:l•, p. 227. 
22 
23 
. 1 . t 49 SOCl.O OQl.S s. 
Finally, it should be noted that most of the 
generalizations are based on studies of male mobility 
patterns. For purpose of this research, it is assumed 
that these generalizations will apply. 
49 Stehr, ££• £!!., pp. 83-92. 
Chapter 3 
THEO qETIC AL PE ~ SPECTIVE 
Introduction 
Theoretical orientations provide the framework, 
whereby interrelationships between social theory and 
empirical findin Qs become evident . 
1 Robe r t f·l e r t on s t at e s : 
Systematic empirical materials help advance 
social th e ory by impo s ing the ta sk and by affordin g 
the oppor tunity for interpretations along lines 
often unpremediata d, and social theory, in turn, 
defines tho scope and enlar g es tha predictive value 
of empirical findings by indicating the conditions 
under which they hold. 
The purpose of this chapter is t o present a 
theoretical orientation, whereby, the mobility patterns 
of south Dakota regi stered nurses can be understood, 
explained, interpreted, and predicted. 
This chapter consists of a discussion of relo-
vant concepts, a th eoretical perspective, a causal 
conceptu a l model and an attempt to develop a theoretical 
framework, together with associated hypotheses. 
Theor etical Conc ept s, Perspective and f-1 odel 
Concepts. In Qeneral, the analysis of mobility 
1 Robert Me r t on, Soci a l The ory and Social Structure, 
(New York: The Free Press, ')963) , p . 279 . 
25 
patterns in empiric ~ ! research has been based almost 
exclusively on data pertinent to occupations. For in 
America, the prestige associated with an occupational 
position has been veiwed as the one best indicator of 
an individual's social ranking in society. 2 Thus, career 
positional chan ges may reveal social mobility, defined 
as a change in " ••• social space---that is, a change in 
the way people are evaluated and ranked in a social hier-
archy.tr3 
The construct, career mobility, has often been 
studied along several dimensions. The most frequently 
investi gated dimension conceptualizes the directional 
aspect of career movement as vertical, horizontal and/or 
geographic. Vertical movement has been defined as move-
ment up or down between job positions differentiated by \ 
their rank in some formal or informal hierarchy of 
t . d . 4 pres ~ge, power, an ~ncome. Vertical career mobility 
concep tually includes a change in social status plus a 
2Mark Abrahamson, Ephraim H. Mizruchi, and 
Carlton A Hornun g , Stratificat ion a nd Mobility, (rJew York: 
~1acmillan Pub lishing Co., 197G) , p:--2'03. 
3 Ibid, p. 204. 
4 Ibid, p. 203. 
26 
change in job assignment within an occupational category. 
Upward vertical movement between hierarchial arranged 
positions has been viewed as the social norm for persons 
with occupational careers in American Society. 5 Horizon-
tal mobility has been defined as a change in job assign-
ment or position of the same hierarchial rank within the 
same occupational category. Thus, horizontal mobility 
involves a change in job func~ti.PJ! but not a change in . -·----. 
5 social ranking. The third directional dimension, geo-
graphic, may be defined as a change in physical space and 
often accompanies vertical and horizontal movement. 
Another dimension of mobility relates to the 
range of vertical movement. Empirical findings have 
tended to indicate that movement tends to occur between 
adjacent positions; however, the range or magnitude could 
possibly be much greater. 7 
Finally, the time element is an important aspect 
of career movement. Career lines in large organizations 
frequently have built in career timetables; however, even 
5 ~alter Slocum, Occupational Careers, (Chica g o: 
Aldine Publishing Co ., 1974), p. 3. 
6 ~ichard Hall, Occupations and the Soc ial 
s t r u c t u r 9 s ' ( En gl e w 0 0 d c I i f r s ' ~-~ e w 'J8'r s 8 y : p I' 8 n t i c 8 H a 11 
Inc-., 19 ;.J 9 ), p. 306. 
7Theodore Caplow, Sociolog y of ~ark , (Minneapolis, 
f·1 n : U n i v e r s i t y of frl i nne sot a P r e s s , 1 9 5 ~ p • 61 • 
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~ 
if an opportunity for mov em ent exists, an individual's 
decision remains a central factor. 
For purposes of this study, the direction, time, 
and range dimensions of career mobility will be considered, 
but the emphasis is on total career mobility, that is a 
combination of the vertical and horizontal aspects. 
Perspective . A number of perspectives have been 
used to explain and pr e dict factors associated with career 
movements. A theor e tical perspective, although less 
systematically dev e loped and arranged than theory, pro-
vides a context for relating empirical data to abstract 
concepts. William Skidmore 8 suggests that perspectives 
are "taxonomies of sensitizing concepts" that specify 
certain general processes and suggest a language for a 
sociological inquiry. Rol_e theory is one such perspective 
that has been used to explain and predict factors presumed 
to be influential in governing human behavior. 
Bruce Biddle and Edwin Thomas state: 
Role Theory, althou gh one of the newer fields 
of study, sh a r es wi th mo re mature fields of behav-
ioral science t he fact t hat it possess an 
8william Sk i dm ore, Theo r et ica l Thinkin g in Soci-
ology, {Ne w Yo r k: Ca mbridge O n1vers ~ t y Press , 1~5~ 
p. bS. 
9aruce Biddle and Edwin Thomas, Role The ory: 
Conc ep t ~ a nd Research , (Huntingt on , New Yor k : Robe r t E. 
Krie g~Publis h i n g co., 1979 ), p. 17. 
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identifia ble domain of stud7, perspective, and 
language; and that it has a body of knowled ge, some 
rudiments of theory, and characteristic methods of 
inquiry. 
Characteristic ~f the role perspective is the 
viewpoint that social or ganization is composed of inter-
related positions and statuses, within which individuals 
10 
enact roles. It is the structure of these positions and 
the expectations associated with the positions that are 
viewed as influencing complex real-life behavior. 11 
Thus, this perspective attributes much of an individual's 
behavior to influences from his immediate and past social 
environment. Reference g roups, norms, and trsignificant 
others " have been empirically identified as sources of 
expectations that influence individual role behavior . 
This suggest that role performance is a function of 
multi-dimensional social and structural factors. 
Some theorists, for example, su gg est that refer-
ence group affiliation is a major factor associated with 
variations of overt behavior. ~obert Merton 12 states 
reference groups, whether membership group or not 
10 Jonathan H. Turner, The Str ucture of Sociolog-
ical Theory, (Homewood, IllinoiS: Dorsey Pre!Ss, 1 94~ 
p:--161. 
11 siddle and Thomas, ££• cit., p. 4. 
12 Merton, ~· cit., p. 278. 
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" ••• can become points of referen~ce for shaping one's 
attitudes, evaluations and behaviors." Reference group 
concepts summariz e differential associations and loyal-
ties and are often used to account for selective behav-
. 1 . t. 13 
~ora var1a 1ons. 
This orientation suggests that variations in role 
behavior are a function of expectations emanating from a 
variety of reference groups. 
Other theorists stress the importance of social 
norms in influencing behavior . Social norms, basic 
for a cohesive society, are transmitted through a 
process of socialization that begins in early childhood 
and continues through a lifetime. Biddle and Thomas 14 
view norms as potent factors in controlling human behav-
ior, by " ••• directly triggering conformity or through a 
system of positive and ne gative sanctions that accompany 
t h e no r m • " r·l e r t on and 0 t h e r s 1 5 des c r i be t h e soc i a 1 i z a-
tion of medical students during their years of medical 
training into the professional role of a physician. 
1 3 r1 art in Has k e 11 , "Tow .n r d a R e f e r en c e G r ou p T h eo r y 
of Juvenile De linquency, n in R.uth Cavan ( ed .), Readings in 
Juvenile Oe linoue nc y , (Philadelphia, Pa: J. B . L~pp lncott , 
~69), pp. 12 3- 137 . 
14siddle and Thomas, £E• cit., p. 103. 
15 Robert Merton et a l., The Student Physician, 
(Cam bridge, Mass: Harvard Press;-1957), p. 18 6. 
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Simpson 16 has conceptualized the socialization of student 
nurses into their professional role as being composed of 
three different phases.- The first stage involves the 
striving to become proficient in nursing tasks, the second 
stage centers on the selection of a main reference group 
from within the work milieu, and the third phase encom-
passes the internalizing of the occupational groups values 
and adopting the prescribed behavior. A study on differ-
ential socialization of nurses conducted by Alutto, 
Hrebiniak, and Alonso, 17 found " ••• that the type of so-
cializing agency (nursing school type) is not associated 
with differential professional, organizational, and 
clinical specialty commitments, but is reflected in 
expectations concerning professional role conflicts." 
This orie ntation su-LJgests that variant role behav-
ior is a function of expectations associated with norms. 
Still other theorists have emphasized the impor-
tance of "significant others" in explaining differential 
behavior patterns of individuals with similar status 
16rda Harper Simpson, "Patterns of Socialization 
into Pr ofessions : The Case of Student Nur ses," Socio-
logical Inquiry, 37, (1967), pp. 47-54. 
17Joseph A. Alotto, Lawerence G. Hrebiniak, and 
Ramon C. Alonso, nA Study of Differential Socialization 
for r·lemb er s of .One Professional Occupation ," Journal of 
Health~ Social Oehavior, 12, (1971), pp. 140-147. -
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positions. 18 Archibald Haller and Joseph ~oelfel define 
a 11 significant other" as a person known to the individual 
" ••• who either through ~irect interaction or by example 
(model) provides information which influences the individ-
ual's conception of himself in relation to educational or 
occupational roles or influences his conception of such 
roles." "Significant othersn or persons who are influ-
entia! in the life of an individual may be a parent, 
spouse, friend, teacher, work model, or almost anyone. 
M 1 
19 •t f t d t h . th . ar ene Kramer wr~ es o s u en nurses c ang~ng e~r 
role model from instructor to head nurse as they graduated 
and became staff members of large hospitals. Those nurses 
unable to change role models " ••• felt deprived of the 
opportunity to enact their roles as they conceived 
them ••• ," and revealed they had plans to return to gradu-
ate school, although not necessarily in nursing. 
Research by Mildred w. Ueil , 20 analyzing factors 
18 Archibald 0 . Haller and Joseph tJoelfel, nsignifi-
cant Others and Their Expectations : Concepts and Instru-
ments to Measure Interpersonal Influences on Status Aspira -
tions," ;:? ural sociol ogy, 37, 4, (Dec. 1972), pp. 594- 595 . 
1 9 r·l a r len e K ram me r , 11 ~~ o 1e ~1 ode 1 s , R o 1 e Con c e p t i on s 
and .~ o 1 e 0 e p r i v a t i o n , 11 ~.J u r s i n g R e s e a r c h , 1 7 , 2 , ( ~1 a r c h-
April 19 68) , pp. 115-120. 
2 0 r~1 i 1 d r e d U • lJ e i 1 , " A n A n a 1 y s i s o f F a c t o r s I n f 1 u-
encing ~arried Uomen's Actual or Planned Uork Participa-
tion," /~ merican Sociolo::J ica1 .-~ eview , 17, (Feb. 1961) 1 
pp. 91-9 S . 
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influencing married womens actual or planned work force 
participation, indicated that a husband's positive attitude 
toward outside employmgnt was the most important factor. 
This approach suggests that variations in role 
behavior are a function of expectations emanating from 
"significant others." 
Conceptual Model 
Jonathan H. Turner 21 has advanced a conceptual 
model profiling the role-theory perspective that illustrates 
the causal relations hips between social structural factors 
and overt role behavior. He has united "significant 
others," reference groups, and norms into the conceptual 
model depicted in Figure 1. 
Figure 1 
Causal Imagery of Role Theory 
I ~--:--.,.~ 
-~ E nacte 
·!Role 
21 Turn e r, ££• cit., p. 167. 
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This model illustrates that "different types of 
expectations emanating from different sources-norms 1 
others, and reference groups are mediated by self inter-
pretations and evaluations and then circumscribed by 
role-playing skillsn in such a way that specific role 
behavior occurs. 22 Special feedback mechanisms reflect 
the interaction between the processes and the subsequent 
ff t 1 b h . 23 e ec s on ro e e av1or. 
Theoretical Framework 
The theoretical perspective and the conceptual 
model generate the following theoretical framework, 
together with associated hypotheses: 
1. Role behavior is a function of normative 
definition, referenco group orientation, and expectations 
of "significant othors, 11 when mediated by the self and 
modified by role playing skills. 
/ 2. Decision to make career moves is a role 
behavior associated with holding an occupational status. 
3. Nursing is an occupational status. 
4. Therefore, t he more nurses are supported by 
favorable normative definitions, reference group 
231' . d 01 • 
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orientations, and expectations from ''significant others," 
the more they will be inclined to make career moves when 
such moves are consistent with self-definitions and 
congruent with role playing skills. 
~ 
Chapter 4 
~1ETHOOOLOG Y 
The research methodology used for this study is 
reviewed in this chapter. This section discusses the 
unit of analysis, method for collection of the data, 
and procedures for analyzing the data. 
Unit of Analysis 
The population under study is all registered nurses 
in South Dakota, working or practicing full-time as 
nurses since 1975, with career interruptions of less 
than four months duration. The unit of analysis, there-
fore, is the individual registered nurse. 
Sampling Te chniques 
A sample of South Dakota registered nurses was 
obtained throu g h t h ree stage cluster sampling techniques. 
Health manpower studies 1 have identified eight hospital 
trade areas in the state and three of these geographic 
areas were randomly selected for sampling. The hospital 
trade areas selected in this first stag e sampling were 
Sioux Falls, Yankton, an d l.Ja tertown. The second stag e 
1Nursin g Compon e n t of t he Heal t h Ma n power Plan 1 
Pi e r r e , S o u t h D a k o~t a : Co oper a t ~ v e P r o j e c t o r S o ut f1"15ak o t a 
Health a nd Hea l th System s Age ncy, and Unite d Sta t es Public 
Health Dep a r tme n t , J un e , 197 7), p. 2. 
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sampling consisted of random selection of two counties 
from each of the three previously selected trade areas 
with hospitals. The counties selected were Clay, Yankton, 
f ~ oberts, Moody, Codington, and Orookings. The final stage 
sampling occurred inadvertently as an attempt to contact 
and obtain a response for all registered nurses within 
these counties can only be an ideal. Two hundred and 
ninety-four nurses were contacted and one hundred and 
eighty-one responses were obtaioed~ E~ght returned 
questionnaires were unusa ble because of incomplete data on 
the dependent variable. The major reason for cluster 
sampling techniques were the increased convenience and 
reduced cost. 
Research Instrument 
A questionnaire was developed and pretested by 
administering a schedule to 82 Minnesota registered nurses. 
Two hundred and ninety-four schedules were administered to 
South Dakota registered nurses and the usuable response 
rate was 61.5 percent. Personal contact was made with 
nurses in the smaller institutions, whereever feasible. 
However, in the larger health service institutions 
contact was made through the nursing service personnel, 
head nurse or supervisors. In the educational institu-
tions, contact was made with tho dean of the nursing 
department. Letters explaining the purpose of the 
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study and identifying the researcher accompanied each 
of the schedules. An example of the questionnaire can be 
found in appendix A. 
Analysis ~ Data 
The data collected were coded and punched on IBM 
computer cards. Statistical computations used were based 
on programs compiled in the Statistical Package for 
Social Science. 2 The data were analyzed to: 
1. Provide a description of the educational 
attainments and social characteristics of the individual 
nurse, obtain a history of her career path, and identify 
perceived occupational influences emanating from specific 
reference groups, norms, and "others." 
2. Determine the extent of career mobility among 
South Dakota register e d nurses. 
3. Dete r mine the extent to which the career 
movements of Sou t h Dakota registered nurses are associ-
ated with selected social and structural factors. 
Dependent Varia bl e 
The dependent variable in this study was the 
individual nurs e ' s c areer path. In this study, career 
2Norman H. Nie, C. Hadlai Hull, Jean G. Jenkins, 
Karen St einbrenner , and Dale H. Bent, Sta t istical Package 
f.P.!. S o c i a 1 5 c i en c e s , ( f'l e w York : ~1 c G r a w-H i 11 C o • , 1 9 7 5 ) • 
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path is defined as job movement or nonmovement between 
nursing positions. The career lines of nurses are 
conceptualized as following one of three directions: 
administrative, educational, or expanded role. Although 
nurses may mo ; e among these realms, educational prereq-
uisites may act as barriers for entrance into the educa-
tional or expanded role position. Each nurse's occupa-
tional position was based on her organizational job 
title which represents the assigned tasks, although 
social ranking based on power, prestige, and income 
criteria would be expected to correlate with the position. 
Hospital, nursing home, and public agency job assignments 
titled staff nurse, head nurse or supervisor, and 
director of nurses positions were classified I, II, and 
III respectively. In physicians' offices, job assignments 
titled staff nurse, head nurse, and supervisor were class-
fled I, II, and III respectively. In the educational 
realm, job positions titled instructor, associate pro-
fessor, and professor were classified as I, II, and III 
respectively. This conceptual framework was used to 
measure the vertical aspect of a nurses status change. 
The following fi gure depicts this classification scheme 
used in coding static and changing occupational status 
for nurses following the educational or administration 
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career lines. 
Figure 2 
Job status in 1975 and 1980 
Job Status (1980) 
I 
Job status (1975) 
II III 
1 2 3 
I 
4 5 6 
II 
7 8 9 
III 
Coding of dependent variable consisted of: 
1. High range upward status change (cell 7)-
coded 1. 
2. Low range upward status change (cells 4, B)-
coded 2. 
3. No status change (cells 1, 5, 9)-coded 3. 
4. Low range downward status change (cells 2, 6)-
coded 4. 
5. High range downward status change (cell 3)-
coded 5. 
Nurses employed in the expanded role are not 
conceptualiz ed on the vertical social status continuum in 
this study. All expanded role positions are vi ewed as 
being of equal social ranking and any movement that occurs 
is either horizontal or line change movement (move ment 
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into the expanded role or out of the role). Nurses 
employed in the expanded role positions are titled nurse 
clinicans or practitioners. They perform delegated 
medical functions of a specialized nature as an agent of 
a physician while providing nursing services for which 
they bear an independent professional responsibility. 
The nurse clinican or practitioner has completed a 
specialized educational program to acquire the expanded 
role clinical skills. 
The horizontal aspect of mobility is conceptual-
ized as a change in job position without a change in so-
cial status. The new job has the same social ranking as 
the old job. 
In this inquiry, geographic mobility refers to 
geographic change between .communities and is seen as 
an aspect of the vertical or horizontal dimension. 
The upward-static-downward vertical status 
mobility continuum suggest ordinal level of measurement 
for the dependent variable. The horizontal aspect is 
simply classification and as such can only be measured 
nominally. 
In this study, career mobility encompasses the 
com bined vertical, horizontal, and line change aspects 
of . career movement. 
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Independent Variables 
The independent variables were operationalized 
from the theoretical constructs of role-playing skills, 
reference group orientation, normative definitions, and 
expectations emanating from "significant others." 
Role-playing Skills. The role-playing skills 
were operationalized as educational achievement factors. 
Educational attainments were measured according to the 
highest diploma or degree earned, in-service education 
attendance, workshop continuing education attendance, 
college credit earned, clinical class hours attended, 
and nurse clinican or practitioner education since 1975. 
In-service education is defined as a u ••• planned instruc-
tional program provided by an employing agency in the 
employment setting and designed to increase competence in 
day to day operations of the employee's job.n 3 Workshops 
are defined as meetings in which participants work and 
learn together through open discussion and through the 
exchange of ideas. 4 ~orkshops usually involve one day to 
several weeks participation, with the attendants coming 
from a variety of health institutions. Clinical 
~, 
~Signa Skott cooper and ~ ay Shiga Hornback, 
Continuing Nursing Education, (New York: McGraw-Hill 
Book Co., 1975), p.~4. 
4Ibid, p. 4. 
nursing classes are educational activities designed 
primarily to keep nurses abreast of nursing care within 
a specific clinical field. 5 These classes are intended 
to aid the nurse in the actual observation and treat-
42 
ment of patients. College class credits are earned with-
in the university or college site or approved site and 
usually lead to formal advanced standing in the pro-
· fession. College classes are expected to have a more 
theoretical orientation and broader scope than clinical 
nursing classes. The education programs for nurse 
clinicans or practitioners are specifically designed 
programs leading to certification upon completion. 
Reference Grou£ Orientation. Reference Groups are 
viewed as sources of values and perspectives that the 
individual nurse adopts and takes into account when mak-
ing job move decisions. Reference Groups were operation-
alized as professional associations the individual nurse 
belong to or anticipated joining. Professional nursing 
groups are national or state associations that promote 
professionalism among individual nurses and within the 
entire occupational group. Everett c. Hughes, 6 writing 
6Everett c. Hughes; "What Other?" in Arnold M. 
Ross (ed.), Human Behavior and Social Process, (Boston: 
Hougton f\lifflin co., 1962),P. 124. 
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of professionals states, "There is a kind of exclusiveness 
or group centeredness that makes the individual members 
imperivous to the opinions, indeed, to the very terms of 
thought and feelings of those outside their professional 
circle." f1esearch about social workers by r1ichael Cohen 7 
indicated that social workers most committed to private 
practice and the associated higher income and autonomy 
were also those most committed to the profession. It 
would appear nurses most committed to their profession 
would also tend to belong to their professional associa-
tions. Nu~ses seeking greater autonomy, income, and 
prestige would be expected to be career mobile. 
Normative Definitions . Norms have been defined 
as ideas in the minds of group members that " ••• pre-
scribe the performance of the individual and provide 
information to him about probable approval or disapproval 
8 associated with his performance." Norms in this study 
have been operationalized to Likert-type statements 
7 r·1 i c h a e 1 Co h en , "The Em erg en c e of P r i v a t e 
Practice in Social Work,n Social Problems, 14, (Summer 
1966), pp. 84- 93 . 
8 Jay ~1 . Jack s on , "S t r u c t u r a 1 Char a c t e r i s t i c s of 
Norms," in Druce J. 8iddle and Edwin J. Thomas (eds.), 
Role Theory: Concepts and Research, (Huntington, New 
YOrk: Robert E. K r~e g er-publ~shing Co., 1979), 
pp.· 113-125 . 
specifying what group members should do or are expected 
to do within the occupational arena. Indices based on 
the normative statements were developed in an attempt 
to identify different career orientations. The indices 
particularly attempted to measure a family-professional 
and general care e r orientation. It would appear nurses 
ranking high in the professional or general career 
index would be career mobile. 
Expectations from " Si gnificant Others." nsig-
nificant Others " has been operationalized to the spe-
cific individuals each nurse perceived as having influ-
enced her job move or nonmove decisions. These persons 
were classified as role -- models, family members, employ-
ers and job sup e riors, instructors, social friends, 
nursing peers, medical personnel, and others. A five 
point Likert-type scale was used to indicate the extent 
to which nurses pe rceived t he "significant other" to 
have influence d t heir jo b move decision. It would 
appear that the mobile nurse would be most influenced 
by her profession a l "si gnificant others." 
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Operational Hypotheses 
Six general hypotheses and twenty-nine sub-hy-
potheses were tested in this inquiry and are discussed 
extensively in the next chapter. The six general 
hypotheses are as follows: 
HO: 
1. There will be no difference in career 
paths among South Dakota registered nurses of variant 
educational achievements. 
2. There will be no difference in career 
paths among South Dakota registered nurses who either 
belong or anticipate membership in a professional asso-
ciation and those who do not. 
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3. There will be no difference in career 
paths among South Dakota registered nurses with differing 
normative orientations. 
4. There will be no difference in career 
paths among South Dakota registered nurses with high, 
medium, and low normative family orientations. 
s. There will be no differences in career 
paths among south Dakota registered nurses with high, 
medium, and low general career normative orientations. 
6. There will be no difference in career 
pat~s among South Dakota registered nurses and the extent 
of perceived influences from designated "specific others." 
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Statistical Procedures 
Frequencies and percentages were tabulated from 
the collected data for both the dependent and independent 
variables. 
Cross tabulations were calculated to identify 
associational relationships between the dependent and 
independent variables. Chi-square tests were done to 
determine whether a systematic relationship existed 
between the variables or if any deviations from the ex-
pected values were due to chance alone. The acceptable 
level of significance was .os. 
Cramer's V and the Phi statistic were used for 
measures of association between the variables. Both 
statistics values range from 0 to a +1, which is 
indicative of a perfect relationship between the variables. 
Phi was used for the 2 x 2 tables and Cramer's V for 
the larger tables. 
Chapter 5 
ANALYSIS OF THE RESEARCH DATA 
This chapter discusses the data results perti-
nent to the research objectives. Therefore, the empha-
sis is on describing and summarizing the statistical 
findings, evaluating the extent to which the findings 
are significant, and relating these findings to the re-
search objectives. The chapter is divided into four 
sections. The first provides an overview of the sample. 
The second discusses the extent of career mobility 
among the respondents. The third part provides a 
general description of the sample respondents, identi-
fying characteristics that are associated with career 
movements. The final section examines the association 
between ·identified perceived occupational influences 
emanating from specific reference groups, norms, and 
"others," the nurse's occupational role-playing skills, 
and the career movements of South Dakota registered 
nurses. Thus, this last section of the chapter analyzes 
the theoretically suggested research findings and 
relates them to each null hypothesis for statistical 
testing. 
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Overview of the Sample 
Two hundred and ninety-four questionnaires were 
distributed and 189 were returned. Eight of the return-
ed questionnaires were unusable because of incomplete 
data on the dependent variable. Therefore, the usuable 
response rate for this survey is 61.5 percent. The 
criteria requirin g five consecutive years of full-time 
employment in nursing with only short term (four months 
or less) interruptions was found to be a limiting factor. 
However, this crit e ria is seen as necessary in order to 
obtain a meaningf ul description of a nurse's career path. 
Information on the exact number of full-time 
employed ~ N s in South Dakota is apparently not available. 
South Dakota had 3,106 active licensed RNs in 1975. 1 
The state Health Na npower Study of 1977 relates that 
'' ••• the overall employment rate for RNs in South Dakota 
2 is about 75 percent.'' Furthermore, RNs working 
part-time in 1975 composed 25 percent of the total number 
1Nursing Compone nt of the Health Ma npower Plan, 
Pierre, South Dak ota : Cooperative Project o f South Oakota 
Health and Health Systems ~gen cy, and the United States 
Public Health Departm ent , (June 1977), p. 2. 
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of employed nurses. 3 This would seem to indicate that 
a sample siz e of 181, or nearly ten percent of the full-
time positions, would be adequate for general izations 
to the nursing population. The sample was composed of 
RNs who deliver health services to Indian populations 
and/or to white populations in South Dakota. Rural -
Urban considerations were also represented in the sample. 
However, there may be a greater incidence of nurse edu-
cators in the sample than in the population , because 
of the large number of colleges and universities within 
the sampled counties. 
Regi stered Nurse 's Caree r Movements 
The first objective of this research project was 
to determine the extent of career mobility among South 
Dakota registered nurses. To achieve this, the individ-
ual nurse's career path was identified and described. 
The career paths of nurse respondents are shown in Table 
1 • 
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Table 1 
Career Paths of Respondents, by Number and Percentages 
Mobility / Nonmobility Number Percentage 
Vertical 
High Upward ,· 8 4.4 
Low Upward 23 12.7 
Low Downward 4 2.2 
High Downward 3 1.7 
Horizontal 53 29.3 
Line Change 13 7.2 
Nonmobile 77 42.5 
Total 1,81 10o.orr; 
I 
Fifty-seven and one-half percent of the nurse 
respondents were career mobile from 1975 to 1980. Con-
versely, 42.5 percent of the nurses surveyed held the 
same job in 1980 as in 1975. Vertical mobility, that is 
mobility involving an accompanying change in social 
status, was evident in 21 percent of the cases. Upward 
vertical mobility was viewed in 17 percent of the cases, 
and downward vertical movement occured in only four per-
cent of the sample. Twenty-nine percent of the 
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respondent's career moves were horizontal, that is job 
position changes without measurable changes in social 
status . Career line change, that is, change from one 
nursing career line (administration, education , and ex-
panded role) to another, occurred among seven percent of 
the nurses sampled. 
Geographic mobility is defined in this study 
a s movement between communities. Geographic change , 
a s associated with horizontal, vertical , and line change 
mobility is reported in Table 2. 
Table 2 
Career Mobility and Geographic Change , by Number 
and Percentage 
Geographic Change 
Career rlobili t y 
Yes No 
Vertical ~lovement 14 24 
36 . a :.~ 63 . 2% 
Horizontal ~1ovement 31 22 
58 . 5% 41 • 5 ~~ 
Line Change f"lovement 8 5 
61.5 'S 3 8. 5 "~ 
Total 53 51 
Thirty-seven percent of the vertical career 
moves encompassed a change in geographic location. 
Fifty-eight and one-half percent of the horizontal career 
changes had geographic change accompanying it. Geo-
graphic change was associated with 61.5 percent of the 
career line changes. 
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Nearly 60 percent of the registered nurses in 
the sample experienced career movements between 1975 
and 1980. Nearly one-half of these career movements 
were horizontal. Vertical career movements were not 
accompanied by geographic relocation to ths extent 
found among nurses reporting horizontal and path change 
mobility. 
Characteristiss Associated with Career Movements 
The second objective of this research study 
was the identification of factors associated with 
career mobility of South Dakota registered nurses. To 
achieve this objective, the age, marital status, children 
by ages, and employer of the respondents were examined 
in relation to the career movement or nonmovement path. 
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Career Path £r Age. Table 3 reports by ages, 
the number and percentage of the respondents who reported 
career movement or nonmovement. 
Table 3 
Career Path by Age of Respondent 
career Path 
Age (Years) 
r~ov ement Nonmovement 
35 and Under 46 14 
44. 2 ~~ 18.2 ~~~ 
36 through 45 32 28 
30. a ;.~ 2 6. 4 ;~ 
45 and Over 26 35 
2 5. o - ~ 45. 5 ; ~ 
Total 104 77 
X = 14.966 d.f. == 2 p < • 05 
tareer mobility tended to occur selectively by 
age, with youn ge r nurses being more mobile. Forty-four 
percent of the 35 and under respondents changed jobs at 
least once betwee n 1975 and 1980 compared to 18 percent 
who experienced no job change. Respondents aged 36 
through 45 had a higher proportion of moves than nonmoves. 
Respondents a g e 46 and over had nearly twice the pro-
portion of non moves as moves. 
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Career Path ~ r1 ari tal Status. Table 4 reports 
the number and percentage of career moves or nonmoves 
by marital status of the respondents. 
Table 4 
Career Path by Marital Status of Respondent 
Career Path 
~1ari tal status 
Movement Nonmovement 
Single 1 1 5 
10.6% 6. 5% 
Married 83 6 0 
79.8% 77 . 9% 
Other 10 12 
9.6% 15.6% 
Total 100 17 
100.0% 100.0% 
x
2 = 2.1s1 d.f. = 2 p 7. 05 
Examination of the table shows single respondents 
to be more mobile than married, and married respondents 
to be more mobile than those divorced, widowed, or 
separated. However, the observed differences noted are 
not significant. 
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Career Path £1 Presence ~ Children. Table 5 
reports the number and percentage of career movements 
or nonmovements by the presence and ages of respondent's 
children. 
Table 5 
Career Path by Presence and Ages of Respondent ' s 
Children 
Career Path 
Children Present 
Movement Nonmovement 
No Children Present 21 8 
20.2% 1 o. 4 :.~ 
Children Under !\ge 5 35 1 1 
Present 33.7% 1 4 . 3 )-s 
Children Age 5 and 48 58 
Over Pres ent 46.1 ;-"~ 75.3~ 
Total 104 77 
1DD.o ;- ~ 1 oo o-.. . .. ) 
x2 = 15.612 d.f . = 2 p (.as 
Fifty-four percent of the nurses who moved were 
respondents without children or with children under age 
five; only 25 percent of the same group were nonmovers. 
Responden ts with children five and over were proportion-
ally greater nonmovers than movers . Ca reer mobility 
appears to be selective of respondents with either no 
children or preschool children. 
Career Em ployment Sector (~ ~ 1980) £l 
Emplo yer. Table 6 reports the distribution of respond-
ents among types of employers for 1975 and 1980. 
Table 6 
Respondent's Employer in 1975 and 1980, by 
Num be r and Percentage 
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Employer 1975 1980 Percentage Change 
School of Nurs i ng 22 27 
12.2% 14.9% + 2.7% 
Hospital 100 72 
55.3% 39.8% -15.5% 
Nursing Home 12 15 
: 6.6% 8.3% + 1.7% 
Clinic 29 40 
16. o;~ 22. 1 ~b + 6.1% 
Public Agency 10 27 
9.-9:% 14.9~ + 5.0% 
Total 181 181 
100.0% 100.0% 
The proportion of respondents . (specifically nurses 
employed 5 years or more) employed in all sectors except 
hospital service increased from 1975 to 1980, with the 
proportion i n hospital service declining by 15.5 percent. 
Apparen t ly nur s es have shifted to clinic and public agency 
employment such as public health agencies. Increasing 
nursing home employment figures would be expected. 
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because of the increased number of nursing homes in the 
state, reflecting the aging population structure of 
South Dakota. The increased employment in the public 
health agencies may have occurred as a result of govern-
mental programs promoting home health care delivery 
systems as alternatives to hospital and nursing home 
admission. 
Summary. Career mobility occurred selectively 
with certain attributes of the respondents. The younger 
(35 and under) age nurses reported nearly two and one-half 
time the proportion of moves to nonmoves while the older 
age grouping (45 an d over) reported nearly twice the 
proportion of nonmoves to moves. The nurse respondents 
with school age children were more likely to retain their 
same job than move. However, nurses with no children 
or preschool children reported nearly twice the pro-
portion of moves as nonmoves. These relationships be-
tween the a ge s of the respondents, absence of children 
or ages if present, and career paths were statistically 
significan t at the .05 level of significance. 
Other career mobility selectivity occurred among 
marital status groupings, with the single respondent 
more likely to be mobile than nonmobile and the other 
(di~orc ed , widowed, or separated) respondent more likely 
to retain their same job as move. However, the rela-
tionship between career path and marital status was 
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not found to statistically significant at the .05 level. 
The career movement patterns of the respondents 
revealed jo b movement away from hospital service employ-
ment to clinics, public agencies, schools of nursing, 
and nursing homes respectively. 
Hypotheses Testing 
The third objective of this research inquiry was 
to determine the extent of career mobility associated 
with selected theoretically derived social and structural 
factors. This determination will be accomplished by 
statistically tasting of null hypotheses. Research find-
ings relative to each hypothesis will be examined. 
Hypothesis 1. Hypothesis One was: 
Ther e will be no difference in career paths amonq 
South Dakota re g istered nurses of variant educational 
attainments. 
Six different educat ional attainment measures 
were presum ed to be associated with career mobility of 
registered nurses. Five of these educational attainme nt 
factors were dichotomized according t o the extent of 
participation and are shown in Table 7. The sixth 
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educational attainment factor was diploma or hi ghes t 
degree earned by the respondent. 
Table 7 
Respondent's participation in Educational Activities, 
by Num ber and Percentage 
Educational 
Activities 
Inservice Attendance 
Uorkshop Attendance 
Expanded Role Education 
College Credit Earned 
Clinical Class At tendance 
Participation 
Yes No 
167 14 
89.5 j~ 1o.s;.:; 
172 9 
95~0% 5. 0 ~~ 
9 172 
s. o ;~ 95.0)'; 
36 145 
1 9. 9 :~ 80.1 ~:; 
57 124 
31 • 5 ;' ~ sa. s ;.~ 
These five measures, along with the sixth measure 
of highest degree/diploma earned, suggest six sub-hypoth-
eses by which to examine the association between educa-
tional attainment and career mobility. 
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Sub-Hypoth esis 1A. Sub-hypothesis 1A was: 
There will ~ ~ difference in the career paths 
of South Dak ota registered nurses ~ attended inservice 
educational proq rams and those ~ ~ ~· 
Table 8 reports the findings relative to sub-hy-
pothesis 1A. 
Table 8 
Associa t ion between Attendance at Inservice 
Education Pt ograms and Career Path 
Inservice Prog rams 
Attended 
Did not Attend 
Total 
x2 = .3848 d.f. = 1 
career Path 
r·1ovement 
98 
58.7% 
6 
42.9~ 
104 
p /' • OS 
Nonmovement 
69 
41.3% 
8 
57. 1 ~·~ 
77 
The association was not significant at the .05 
level of significance; therefore, the null hypothesis 
could not be rejected. 
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sub-Hypothesis 18 . Sub-hypothesis 18 was: 
There will ~ ·~ difference in the career paths 
of South Dakota registered nurses who attended workshops 
and those who do not. 
Table 9 reports the findings relative to sub-hy-
pothesis 18. 
Table 9 
Association between Uorkshop Attendance and 
Career Path 
career Path 
LJorkshops 
~1 ovement Nonmovement 
Attended 103 69 
59. 9 J~ 40. 1 ;b 
Did not Attend 1 
11 • 1 ~~ 
Total 104 77 
d.f. = 1 p <. 05 
The lack of variablility on the independent 
variable makes the Chi-square statistic questionable; 
therefore, the null hypothesis could not be rejected. 
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Sub-Hypothesis 1C. Sub-hypothesis 1C was: 
There will be ~ difference in the career paths 
of South Dakota reQistered nurses who received Expanded 
Role Education and those who did not. 
Table 10 reports the findings relative to 
sub-hypothesis 1C. 
Table 10 
Association between Expanded ~ ole Education and 
Career Path 
career Path 
Expanded Role Education 
~1ovement Nonmovement · 
~eceived Expanded 7 2 
Role Education 77.8% 2 2. 2 ?~ 
Did not 97 75 
56 • 4 r,~~ 43.5% 
Total 104 77 
d.f. = 1 p?. 05 
The association was not significant at the .05 
level of significance; therefore, the null hypothesis 
could not be r e jected. 
Su b- Hyp othesis 10. Sub-hypothesis 10 was: 
There will be no difforence in career paths 
of South Dakota reg istered nurses who oarned college 
credits since 1975 and those who did not. 
Table 11 reports the findings relative to 
sub-hypothesis 10. 
Table 11 
Association between College Credit Hours Earned 
after 1975, and Career Path 
College Credit 
Earned College 
Credit 
Did not 
Total 
X = • ODD d.f. = 1 
Career Path 
f•lov ement 
21 
58. 3 ~;~ 
83 
57. 2 ·:~~ 
104 
p '7 • OS 
15 
41.7 }~ 
62 
42.8 ';/; 
77 
The association was not significant at the .05 
level of significance; therefore, the null hypothesis 
could not be rejected. 
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Sub-Hyoothesis .lf· Sub-hypothesis 1E was: 
There will be ~ differnece in career paths 
2mon g South Dakota re gistered nurses who attended clini-
cal education classes and those who did nat. 
Table 12 reports the findings relative to 
sub-hypothesis 1E. 
Table 12 
Association between Clinical Class Attendance and 
Career Path 
Clinical Classes 
J\ ttended 
Did not Attend 
Total 
x2 = 2.362 d.f. = 1 
career Path 
~1ovemerit 
38 
66.7% 
66 
53.2% 
104 
p 7. 05 
~.Jonmovement 
19 
33.3% 
58 
4s.s;s 
77 
The association was not significant at the .OS 
level of significance; therefore, the null hypothesis 
could not be rejected. 
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Sub-Hypothesis 1F. Sub-hypothesis 1F was: 
There will be no difference in career paths 
among South Dakota registered nurses and highest degree/ 
diploma received. 
Table 13 reports the findings relative to 
sub~hypothesis 1F. 
Table 13 
Association between Highest Educational Diploma/Degree 
Received and Career Path 
Highest Degree/ Career Path 
Diploma Received Movement Nonmovement 
A. D. /Diploma 62 53 
53. g ~ r, 46.1% 
B.S. /a.A. 29 1 1 
7 2. 5~~ 27.5% 
~1. s. /r~. A. /Ph.D. 13 13 
50. oc:i 50.0 ~.'~ 
Total 104 77 
x2 = 4.sss d.f. = 2 p 7. 05 
The association was not significant at the .05 
level of significance; therefore, the null hypothesis 
could not be rejected. 
Summary £!Hypothesis 1• Hypothesis One was: 
There will be ~ difference in career paths 
among South Dakota registered nurses of variant educa-
tional attainments. 
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Six specific sub-hypotheses were formulated in 
order to test for · possible association between career 
movement or nonmovement among South Dakota registered 
nurses and variant educational achievements. None of 
the six null hypothesis could be rejected at the .OS 
level of significance; therefore, Hypothesis One cannot 
be rejected. 
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Hypothesis ~· Hypothesis Two was: 
There will be ~ difference in career paths · among 
South Dakota registered nurses who either belong or an-- · ~-
ticipate membership in a professional nursing group and 
thos·e ~ do not. 
The referen6e groups· reported in Table 14 are 
professio~al groups with nurses either holding current 
membership or anticipating membership. The table reports 
the findings relative to hypothesis 2. 
Table 14 
Association between Professional Group Membership 
or Anticipated Membership and Career Path 
Career Path 
Professional Group 
Movement Nonmovement 
r1 ember or 58 58 
Anticipated r1 em bership 50. 0]~ so. a ;-~ 
Nonmember 46 19 
70. o :.~ 30. 0 (~ 
Total .1 04 77 
x2 = 7.373 d.f. = 1 p <.. 05 
The association was significant at the .OS level 
of significance; therefore, the null hypothesis could be 
rejected. The phi value was .20182, suggesting that the 
association between nonmembership in professional nursing 
groups and career movement to be moderate. 
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Hypothesis 3 . Hypothesis Three was: 
There will be no difference in career paths among 
South Dakota re gistered nurses and differing normative 
orientations. 
This general hypothesis was further refined into 
seventeen sub-hypotheses. A five point Likert-type scale 
was used to assess the intensity of agreement with 
normative statements formulated through a review of 
research literature and theoretical concepts. Tables 
15 through 31 report the statistical findings relative 
to the seventeen sub-hypotheses. 
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Sub-H ypothesis ]B. Sub-hypothesis 3A was: 
There will~~ difference ~ career paths among 
South pako ta registered nurses ~ the extent J2 which 
they agr ee .Q! disagree~ the following: " Nurses should 
consider family situations~ importaQ! than profession-
al advance me nt tJhen considering job changes. 11 
Table 15 reports the findings relative to 
sub-hypothesis 3A. 
Table 15 
Career paths of Nurses and the Extent to Which They 
Agree or Disagree with the Statement: tr Nurses should 
consider family situations more important than profes-
sional adv an c em ent when considering job changes." 
Extent of AgreGment Career Path Movement Nonmavement 
Strongly Agr ee 23 
22. 3;~ 
46 44 
44.7% 57. 1 5-~ 
Agree 
Undecided 1 1 5 
, o. 1 ~-s 6. 5 ;~·~ 
19 ? 
18. 4;~ 9.1% 
Disagree 
4 1 
3.9~ 1. 3 
Strongly Disagree 
Total 103 77 
10_Q_ o_~ 100 o ~~ 
d.f. = 4 p /. 05 
The association was not significant at the .05 
level of si gnificance; therefore, t he null hypothesis 
could not be rejected. 
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Sub-Hypothesis 38 . Su b-hypothesis 38 was: 
There wi ll ~ ~ diff e r e nc e in car e er paths among 
registe red nurses in s outh Dako t a and ~ extent to which 
they ag r ee ~ disa g ree wi th the followin g : "RNs aspire 
to have job promotions ." 
Ta ble 16 repor t s the findin gs relative to sub-hy~ 
pothesis 38 . 
Ta ble 16 
Career Path of Nurses and the Extent to Which They 
Agree or Disa gree with t he Statement : "R Ns aspire to 
have jo b promotions . " 
Extent of Agreement career Path r'1ov ement Nonmov ement 
Strongly Ag r ee 15 1 1 
14.6% 1 4 . 6% 
Agree 26 2 7 
2 5 . 2!~ 35 . 1 :.~ 
Undecided 5 7 
4. 9 ;~ 9 . 1 ~~~ 
Disag r e e 52 31 
50.5% 40.31o 
Stron gly Di sagree 5 1 
4.9% 1 . 3~ 
To t al 103 77 
100.0 ~~ 100 . 0% 
x2 = 5 . 302 d . f . = 4 p 7 .os 
The ass oc i a ti on wa s not significant at the . as 
level of si gn i ficance ; therefore, the null hypothesis 
could not be r e jec ted . 
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Sub-Hypothesis 3C. Sub-hypothesis 3C was: 
T h ere w i 11 be ·!!£ d i f f ere n c e in c a r e e r paths among 
regist ered nurses in South Dakota ~ the extent to which 
they a o ree ~ disa gree ~ the following: " Nurses with 
serious career plans should have only short term career 
interruptions (three months ££less). 
Table 17 reports the findings relative to sub-hy-
pothesis 3C. 
Table 17 
Career paths of Nurses and the Extent 
Agree or Disagree with the Statement: 
serious car eer plans sh ould have only 
career interruptio ns (three months or 
to LJhich Thev 
rr Nurses with 
short term 
l ess )." 
Extent of Agreement 
Career Path ____ ____ 
Movement Nonmov eme nt ---------------------------------------------------- ---------
Strongly Agree 
Agree 
Undecided 
Disagree 
Strongly Disagree 
Tot al 
d .f. = 4 
8 
1. s ~s 
37 
35.9% 
17 
16.5% 
33 
32.0% 
8 
7. s =;~ 
-~
103 
1oo.o ·~~ 
p7. 05 
8 
1 0. 7 ~1 
10 
13.3% 
24 
32.0% 
0 
75 
1 a o. o ~j 
The association was not significant at the .os 
level of significance ; therefore, the null hypothesis 
could not be rejected. 
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Sub·- H y pot h e s i s 3 0 • S u b -h y pot h e s i s 3 0 was : 
There ~ be ~ difference in career paths amon o 
reoisterad nur ses in South Dakota and the extent to which 
t h e y a g r e e ~ d i s a ] r G e w i t h t h e f o 11 ow i n g : 11 r~1 a r r i e d 
women nurs es should exoect to ~ to chanoe jobs because 
of c h a n g e i n h u s :; and ' s j o b ~ i t e • n 
Table 18 reports the findings relative t o sub-hy-
pothesis 30. 
Table 18 
Career Paths of Nurses and the Extent to Which They 
Agree or Disagree with the statement: "Married women 
nurses should expect to have to change jobs because of 
change in hus band's job site.u 
Career Path 
Movement ~Jonmovement Extent of Agreement 
Strongly Agree 
60 50 
57. 7 ~~ 64 . 9% 
Agree 
9 5 
8.7% 6 . s ~s 
u·ndeci ded 
26 1 1 
25.0% 14 . 3 :.~ 
Disagree 
4 3 
3.8% 3 g --f • ·-·b 
Strongly Disagree 
104 77 
1 00. 0 ''; 100.0 c~ 
Total 
d.f. = 4 p / .05 
The association was not significant at the . 05 
leve1 of significance; Therefore, the null hypothesis 
could not be rejected. 
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Su b- 11 ypoth e sis 3E. Sub-hypothesis 3[ was: 
There will be no difference in career paths among 
registered nursos in South Dakota and the extent to which 
they a ;1 ree or dis atj ree with the following: "Society has 
a favorable a t ti t u de towards women chan g ing job positions 
if they can i mp r ove their job situations." 
Table 19 r e ports the findings relative to sub-hy-
pothesis 3E. 
Table 19 
:areer Pa t h of r!urses and the Extent to which They 
Agree or Oisa ~ ree with the Statement: "Society has 
a favorable attitude towards women changing job 
positions if they can i r.~ prove their job situations." 
Extent of Ag r ee ment career Path r·lov ement f·J onm ov em en t 
Strongly Ag ree 9 3 
8. ? jb 
Agree 59 42 
56. 7 ); 54. 5 ·: 
Undecided 19 14 
1 8. 3. .. ; 1 8. 2 ~ 
Disagree 13 15 
12.5 ~ ~ 1 9. s·:; 
Strongly Disag ree 4 3 
3. 8 1 ;~ 3.9 
, 
J 
Total 104 77 
100.0 ~ 100.0 ~: 
d. f . = 4 p )o • 0 5 
The as s ocia t ion was no si~nificant at the .0 5 
level of significance; therefore, the null hypothesis 
could not be rejected. 
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Sub-H ypothesis 1[. Sub-hypothesis 3E was: 
There will~~ difference in career · paths among 
registe red nurses in sout h Dakota and the extent to which 
they a g ree ~ disagree with ~ following: nNursing 
career chan g es should improve one's social, financial, 
~professional status.n 
Ta ble 20 reports the findings relative to sub-hy-
pothesis 3F. 
Table 20 
Career Path of ['J urses and the Exte nt to !.Jhich They 
Agree or Disag ree with the Statement: " Nursing career 
changes should improve one's social, financial, or 
prof essional status." 
Extent of Agreement career Path 
~1ovement rJon mov ement 
Strongly Agree 
59 41 
56. 7 ~~ 53.9% 
Agree 
Undecided 1 1 15 
1 o. 6 :, ~ 19.7% 
15 12 
14.4% 1 5. 8 7~ 
Disagree 
3 1 
2.9% 1. 3 -~ 
Strongly Disagree 
Total 104 77 
1 o o. o ;~ 100.0% 
d.f . = 4 p/. 05 
Th e association was not significant at the .05 
level o f significance ; therefore, the null hypothesis 
could not be rejected . 
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Sub-Hypothesis 3C. Sub-hypothesis 3G was: 
There will ~ ~ differ enc e in careers amon g 
re gis tered nurses in Sbuth Dako ta and the extent to which 
they agree of disa g ree wi th the followin g : " Nurses tend 
to cha nge positions whene ver 2_ fam ily crisis occurs." 
Table 21 reports the findings relative to sub-hy 
pothesis 3G . 
Table 21 
Career Path of Nurses and t he Extent to Which They 
Agree or Disag ree with the St a tement: rr Nurses tend 
to change positions whene ve r a fa mily crisis occurs." 
Extent of Agreement Career Path Movement Nonmovement 
Strongly .l\gree 3 0 
2.9% 
Agree 1 1 5 
10.7% 6. 5 ~~ 
Undecide d 14 10 
1 3. 6 ~s 13. o ~-~ 
Disagree 58 50 
56. 3 ~~~ 64. g ~-~ 
Strongly Di sagree 17 12 
16. 51 15. s :~ 
To t al 103 77 
10 0 .0 ~  1 DO. o:.:6 
2 X = 3. 69 2 d .f . = 4 p 7. 05 
Th e a ssociati on wa s not s ignificant at the .05 
level of significance ; the r ef ore, the null hypo t hesis 
could not be re jected . 
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Sub-Hy pothesis 3H. Sub-hypothesis 3H was: 
There will be ~ difference in career paths among 
registered nurs e s in South Dakota and ~ extent to which 
they agree .f!.E. disa gr e e ~ ~ following: "Most women 
should have careers today.n 
Table 22 reports the findings relative to sub-hy-
pothesis 3H. 
Table 22 
Career Path of Nurses and the Extent to Which They 
Agree or Di s a gree with the statement: "Most women 
should have careers today.u 
Extant of Agreement career Path Movement Nonmovement 
15 6 
1 4. 6~b 7. 9 ;~ 
Strongly Agree 
37 33 
35.9 ;~  43.4% 
Agree 
Undecided 22 12 
21.4% 1 s. a:~ 
28 22 
27. 2;'o 28.9% 
Oisayree 
1 3 
1. 0~~ 3.9% 
Strongly Disagree 
Total 103 77 
100.0% 1 DO. 0 ~  
---------------------------------------------------------------
x2 = 4.783 d.f. = 4 p/ .05 
The association was not significant at the .05 
level of si gnificance; therefore, the null hypothesis 
could not be rejected. 
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Sub- Hypothesis ~· Sub-hypothesis 3! was: 
There will be no di ffe r e nc e in career paths among 
regist ered nurses in South Dakota and the extent to which 
they agree or disagree with th e following: 11 A nurse's 
central-. life interest should be her work." 
Tab l e 23 reports t he findings relative to sub-hy-
pothesis 3I . 
Ta ble 23 
Career Path of Nurses a nd the Extent to Uhich They 
Agre e or Oisa;Jree with t he St a teme nt: nA nurse's 
cent r al life interest sh ould be he r work." 
Extent of Agreement Career Path Mov ement Nonmovement 
Strongly Agr e e 4 1 
3 g ~,f . /) 1 . 3 ~~ 
Agree 22 16 
21.6% 21 • 6 ~-G 
Undecide d 6 5 
5. 9 ~~ 6 . 7 ~~ 
47 43 
46.1 % 57. 3 ;~ 
Disag ree 
Strongly Disagree 23 10 
2 2. s (~~ 13.3 ~;& 
Tota l 102 77 
100.0 ~::~ 1 00. O;'G 
d . f . = 4 P/ . 05 
The associati on wa s no t s i gnificant at the .OS 
level of significance ; the r ef ore, t he null hypothesis 
could not be rejected . 
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Sub-Hypothes is 3J. Sub-hypothesis 3J was : 
There will be ~ difference in career paths among 
registe red nurses in South Dakota and the extent t o which 
they agree~ disag ree with the following: " Nurses often 
accept dead-end jobs because they are compatible with 
familz demands." 
Ta ble 24 reports the findings relati ve to sub- hy-
pothesis 3J. 
Table 24 
Career Path of Nurses and the Extent to Which They 
Agree or Oisa lJ ree with the Statement : " Nurses often 
accept dead-end jobs because the y are compatible with 
family demands.tr 
Extent of Agreement 
Strongly Agree 
Agree 
Undecided 
Disa g re e 
Strongly Disag ree 
Total 
d . f . = 4 
Career Pal.h 
Movement Nonmovement 
P/ 
13 
12.6 
64 
6 2. 1 ~~ 
5 
4. 9 ~~ 
18 
1 7. s:.·; 
3 
2. g ~ -;~ 
103 
1 o o. o - · ~ 
.os 
8 
1 0 . 4 ;~ 
45 
58 . 4% 
5 
6 . s :;~ 
18 
23 . 4 ,~ 
1 
1 • 3 ;!:.j 
77 
1 00 . O ·:~ 
The association was not significant at the .OS 
lev·el of si gnificance; theref ore, the null hypothesis 
could not be rejGcted . 
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~ 
Sub-Hypothesis 3K . Sub-hypothesis 3K was: 
There ~ be ~ d i f ~-~-~-~!'E..~ .!~ £~ ~~-~~~- P..C3._t_~~ _a _ m_~-~-9. 
regist ered nurses in South Dak ota an d ~ extent to which 
they agree ~ disagr e e with the f ollowing : trFamily life 
limits a nurse's career path . n 
Ta ble 25 reports t he findings relative to sub- hy-
pothesis 3K. 
Ta ble 25 
Career Path of Nurses and the Extent to Uhich They 
Agre e or Disagree with the Sta tem ent : "Family life 
limit s a nurse's career pat h . n 
Extent of Agreement Career Path 
M ov em~nt Nonmovement 
Strongly Ag r ee 12 12 
11 . 7% 15 . 6% 
Agree 68 4 4 
66. o ~s 57 . 1 7~ 
Undecided 3 3 
2 g et 
• /IJ 3 . 9 ;~ 
Disa gree 18 16 
1 7. 5 ~=- ~ 20. B ~b 
Strongly Disagree 2 2 
1 • g ~~; 2 . 6s 
Total 103 7 7 
1 oo. o:·:; 1 oo. o;:j 
d . f . = 4 P/ . os 
Th e assoc i at ion wa s not si gni fican t at the .as 
lev~l of significance ; th er ef ore , the null hypothesis 
could no t be rejected . 
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Sub-Hypothesis 2h• Sub-hypothesis 3L was: 
There ~ be ~ diff e r ence in career paths among 
regist e r ed nurses in Sou t h Da kot a and ~ extent to which 
they a g r ee ~ disagr ee ~ th e followin g : 11 .Ct nurse should 
change her job frequently unt il s he finds ~~likes." 
Ta bl e 26 rep orts t he findin gs relative to sub-hy-
pothesi s 3L. 
Ta ble 2 6 
Career Path of Nurses and th e Extent to Which The y 
Agree o r Disagree with t he s t atement: " A nurse should 
change her job frequently un t il s he finds one she likes." 
Extent of Agreement Career Pa t h Moveme nt Nonmove me nt 
Strongly Ag r ee 6 0 
6. s ;~ 
Agree 2 9 20 
2 8 .2 ;~ 26.DJ, 
Undecided 20 14 
1 9. 4;'; 1 8. 2 ~~ 
Disa g r ee 44 38 
42.7% 49. 4 ~b 
Disa g r ee Strongly 4 5 
3. g ~~ ~ 6 .5 ~ 
Tota l 103 77 
1 00. 0 5~ 1 00. 0 }~ 
x2 = s. s23 d . f . = 4 P/ . os 
Th e assoc i ation was no t s i gnificant at the .OS 
level of significance ; t hG re f or e , the null hypoth es is 
could not be rejected . 
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Sub-Hypothesis 3~1. Sub-hypothesis 3~1 was: 
There will ~ ~ difference in career paths among 
registered nurses in South Dakota and the extent to which 
they agree ~ disagree with the following: "Careers are 
very important for women today." 
Table 27 reports .the findings relative to sub-hy-
pothesis 3~1. 
Table 27 
Career Path of Nurses and the Extent to Which They 
Agree or Disagree with Statement: ncareers are very 
important for women · today." . . .. _ 
Extent of Agreement Career Path Movement- Nonmovement 
Strongly Agree 28 17 
27. 27~ 22.1% 
Agree 65 50 
63.1% 64.9% 
Undecided 7 6 
6.8% 7 . ·a% 
Disagree 3 4 
2.9~ 5.2% 
Total 103 77 
100.0% 100.0% 
x2 = 1.133 d.f. = 3 p "7 • 0'5 
The association was not significant at the .os 
level of significance; therefore, the null hypothesis 
could not be rejected. 
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S u b-H ypoth es is 3rJ. S ub-h ypoth es is 3N was: 
There will be ~ difference in career path amon g 
re gistered nurses in so uth Dak ota and the extent to which 
they a gree ~ disag ree tJith ~following : ''Nursing work 
goals should focus ~ existing skills rather than on 
growth and advancement." 
Table 28 reports the findings relative to sub-hy-
pothesis 3N. 
Table 28 
Career Path of rJurses and the Extent to LJhich They 
A g r e e or 0 is a g r e e w i t h t h e S tat em en t : " r~J u r s i n lJ w a r k 
goals should focus on existing skills rather than on 
growth or advancement." 
career Path 
Movement Nonmovement Extent of Agreement 
Strongly Agree 2 0 
1. 9~s 
Agree 2 7 
1.9% 9. 2 ~.~~ 
Undecide d 3 1 
2;9% 1.3% 
Disagree 62 48 
60. 2 ;~ 63. 2 ~-; 
Strongly Disagree 34 20 
33.0n:i 2 6. 3 ~~ 
Total 103 77 
100.07~ 100.0~ 
x2 = 7.2 82 d.f. = 4 P? .os 
The association was not significant at the .05 
level of significance ; therefore, the null hypothesis 
could not be rejected. 
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Sub-Hypothesis lE.• Sub-hypothesis 3P was: 
There will be no difference in career paths among 
register e d nurses in South Dak ota and the extent to which 
they a g ree or disa r:J ree with the following; " IVlarriag e 
often int erfers with a nurse's career ambition.n 
Table 29 reports the findings relative to sub-hy-
pothesis 3P. 
Table 29 
Career Path of Nurse s and the Extent to Uhich They 
Agree or Disagree with the Statement: Marriage often 
interfers with a nurse 's career ambition." 
Extent of Agreement Career path Movement Nonmovement 
Strongly Agree 16 11 
15 5 r.1 • /l) 14. 3;~ 
Agree 60 45 
58. 3 ;~ 58. 4 :.~ 
Undecide d 3 2 
2. 9 ;~ 2. a ;~ 
Disagree 22 18 
21. 4 ;:~ 23.4% 
Strongl y Disag ree 2 1 
1 • 9:·\ 1;3% 
Total 103 77 
1 oo. o ;-~ 1 00. Oij 
~X = 2 51 • d . f . = L~ p 7 .05 
The associa t ion was not significant at the .05 
level of signi fican ce; theref ore, the null hypothesis 
could nat be rejected. 
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Sub-Hypothesis 3Q. Sub-hypothesis 3Q was: 
There will be ~ difference in career path among 
registered nurses in South Dakota and ~ extent !£ which 
they agree E.E_ disagr ee with~ following: "Nurses 
should display greater loyalty to their employers than 
to their profession." 
Table 30 reports the findings relative to sub-hy-
pothesis 3Q. 
Table 30 
Career Path of Nurses and the Extent to Which They 
Agree or Disagree with the Statement: "Nurses should 
display greater loyalty to their employer than to 
their profession ." 
Extent of Agreement 
Strongly Agree 
Agree 
Undecided 
Disagree 
Strongly Disagree 
Total 
d.f. = 4 
career Path 
Movement Nonmovement 
2 
2.0% 
2 
2. o;~ 
7 
6 gd 
• io 
56 
54. 9 ~~ 
35 
34. 3 ' ~ 
102 
100.0~ 
p <'. 05 
1 
1. 3;(, 
5 
6.6~ 
6 
1. 9 ~s 
55 
72. 4 :,~ 
9 
11 • a::s 
77 
100.0 . ~ 
The lack of variabi lity on the independent 
variable makes the Chi -square statistic questionable; 
therefore, the null hypothesis could not be rejected. 
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Sub-Hypothesis 3:1 . Sub-hypothesis 3R was: 
There will bo no difference in career paths amon g 
regis tered nurses in South Dak ota and t he extent to which 
they a g ree .9!. disa gree with the followin g : " Nurses are 
motiva ted to chan ge jobs mostly for financial reasons.rt 
Table 31 reports the findings relative to sub-hy-
pothesis 3R. 
Table 31 
Career Path of Mu rses and the Extent to Which They 
Agree or Disagree with the statement: " Nurses are 
motiv ated to chan ~J e jobs mostly for financial reasons." 
Career Path 
Movem e nt Nonmovement Extent of ~greeme nt 
Strongly Agree 4 6 
3. 9 )~ 7. s ;~ 
Agree 3? 21 
35. 9>6 27. 3 ~~ 
Undecid ed 4 7 
3. 9)s 9 1 ~ ~ • , .J 
Disa g ree 49 43 
4 7. 6~~~ ss. a :~ 
Disagree Stron gly 9 0 
8. 7 ' ~ 
Total 103 77 
1oo.o ·:~ 1 oo. o·--; 
x2 = 11. 507 d. f. ::: 4 p< .as 
Th e association was significan t at the .OS level 
of significance; therefore , the null hypothesis could be 
rejec ted . 
A Cramer's v. value of .25285 was obtain ed , which 
indicates a moderate association between the variables. 
Table 32 
Rejection Decisions f or Sub-Hypotheses 3A th r ough 
3R by Sub-Hypotheses Num ber and Decision 
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Sub-Hypotheses Rejection Decision Rej ect Fail to Reject 
3A 
38 
3C 
30 
3E 
3F 
3G 
3H 
3! 
3J 
3K 
3L 
3M 
3N 
3P 
3Q 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
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summary of Hypothesis l• Hypothesis Three was: 
There will be ~ difference ~ career paths among 
South Dakota registered nurses and differing normative 
orienta tions. 
Of the 17 null sub-hypotheses listed in Table 32, 
statistical tests indicated that in 15 of them the vari-
able association was not significant as the .05 level. 
Furthermore, null sub-hypothes is 3Q statistics revealed 
very limi ted variability on the independent variable, 
therefor e, the Chi-square statistic was questionable 
as a true measure of a systematic relationship. Conse-
quently, null sub-hypothes is 3Q was not rejected. The 
only statistically meaningful significant relationship at 
the .05 level was stated in sub-hypothesis 3R, namely, 
the extent of agreement with the statement: "Nurses 
are motivated to change jobs mostly for financial 
reasons" and respondent ' s career path. A slightly 
larger proportion of career movers than nonmovers agreed 
with the statement; hoyever , a larger proportion of 
nonmove rs responded with undecided. Overall, a somewhat 
greater proportion of both groups (mover and nonmovers) 
di~agreed with the statement. 
Null sub-hypothesis 3R is rejected at the .as 
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level of significance, therefore, General Hypothesis 
Three is rejected as it pertains to differing financial 
orientations of nurses· with movers being nurses who be-
tween job chan g es are somewhat more influenced than non-
movers by financial considerations. However, the 
majority of all nurse respondents indicated that financial 
considerations are not a ' primary reason for career 
movement. 
Hypothesis 4. Indices were developed in an 
attempt to find a more systematic measure of the differ-
ent normative orientations. A family-professional index 
was constructed by combining four normative statements: 
1. A nurse's central life interest should be 
her work. 
2. Nurses should consider family situations 
more important than professional advancement when consid-
ering job changes. 
3. Nurses should accept dead-end jobs because 
they are compatiable with family demands. 
4. Married women nurses should expect to change 
jobs because of changes in husband's job site. 
The indGx was scored according to agreement with 
the family dominating values, ranging from 1 (profes-
sional orientation) to 5 (family orientation) and was 
than crosstabulatsd with respondent's career path 
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Table 33 reports the findings relative to the statistical 
formulas used to test the family-professional index 
hypothesi s, which was: 
There ~ be ~ difference in career paths among 
South Dakota registored nurses with high, medium, ~ 
low family orientations . 
Table 33 
Association between Family-Professional Index and 
Career Path of Res pondent 
Family Orientati on 
Index 
High 
Medium 
Low 
Total 
d.f. = 2 
Career Path 
Movement Nonmovement 
15 14 
14.4% 18 . 2% 
62 50 
59.6% 64.9% 
27 13 
26. 0 '}~ 16.9~ 
104 77 
1 oo. o :~ 1 oo. o:·s 
p >. 05 
The association was not si g nificant at the . 05 
level of si gnificance; therefore, the null hypothesis 
could not be rejected. 
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Hypothesis s. Hypothesis Five was: 
There will be no difference in career paths among 
South Dakota re gist ered nurses with high, medium, ~ low 
general career orientati ons. 
An index was formulated based on normative state-
ments reflecting a general career orientation. This was 
based on summated sc ores given in response to four 
Likert-type statements, namely: 
1. Nurses with serious career plans should have 
only short term career interruptions. 
2. Society has a favorable attitude towards 
changing job positions if one can improve one's job 
position. 
3. Nursing career changes should improve one's 
social, fincancial, or professional status. 
4. Most women should have careers today. 
This index was crosstabulated with the respon-
dent .1:s career path and is shown in Table 34. 
Table 34 
Association between Ge neral Career Orientation Index 
and Respondent's Career Path 
General Career 
Orient ation Index 
High 
~le di um 
Low 
Total 
-2 
X = .688 d.f. = 2 
Career Path 
Movement Nonmovement 
8 5 
7. ? ~.(, 6 s et e ;' iJ 
59 40 
56.77£ 51 • 9 )~ 
37 32 
35. 6 -;'~ 41.6~ 
104 77 
1DD.O js 1 oo. o :;~ 
p~ • 05 
The association was not significant at the .O S 
level of signi fican ce; therefore, the null hypothesis 
could not be rejected . 
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Hypothesis ~· Hypothesis Six was: 
There will be no difference in career paths among 
South Dakota re oistered nurses ~ the extent of ~­
ceived influences emanating from certain "specific 
others." 
To test this general hypothesis, six sub-hypoth-
sees were formul~ted relative to six groups or types of 
"specific others." A five point Likert-type scala was 
employed to measure the intensity of perceived influence 
from the six different categories. Tables 35 through 
40 report the relationship between respondent's career 
path and the intensity of the perceived influence from 
"specific other" in each of the categories. 
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Sub-Hypothes is 6A . Sub-hypothesis 6A was: 
There will be ~ difference in career paths among 
South Dakota r ej istered nurses and the extent of perceived 
influ ence on job ~ decisions ~ employers/superiors . 
Ta ble 35 r ep orts the findin g s relative to s ub - hy-
pothesis 6A. 
Table 35 
Career Path of Nurses and the Extent of Perceived 
Influenc e on Job Move Decisions from Empl o yers and 
Job Superiors. 
Extent o f Career Path 
Perc eived Influence Movement Nonmovement 
Strongly Influenced 28 6 
2 6 . 9 ~-~ 1 o. 4JG 
Influenc ed 27 2 5 
2 6 . 0~~ 32. 5~ 
I nfluenced Somewhat 14 7 
1 3 . s :::~ 9 .1 ~ 
Little Influence 15 9 
14. 4 )-~ 1 1 • 7 5~ 
No Infl uence 20 28 
1 9. 2 ·~- ~ 36 . 4% 
Total 104 77 
100.0~ 100.0 ·~ 
x2 = 12. 607 d.f. = 4 p <. 05 
The a ss ociation was significant at the . 05 level 
of significance; the refore, the null hypothesis could be 
rejected. 
A Cram er 's v. value of . 2 6392 was obtained, which 
indica tes a moderate association between the variables. 
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S.ub - Hyeoth es is .§1.• Sub-hypothes is 68 was: 
Th ere wil l be no difference in career paths among 
South Da k ota re gistere d nurses and the extent of perceived 
influence on job move dec isions from peer work groups. 
Ta bl e 36 rep or ts the findings relative to sub-hy-
pothesi s 68 . 
Ta ble 36 
Career Pa th o f Nurse s a nd the Extent of Perceived 
Influence on Job Move Decisions from Peer Work Groups. 
Extent of Career Path 
Perceiv ed I nfluence Movement Nonmovement 
------------------------------------------------------------------
Strongly Influ e nc e d 8 3 
7.7% 1 0. 4~~ 
Influenced 28 14 
2 6. 9 ~  18.2% 
Influe nced Some wha t 19 13 
18 .3 ;~~ 1 6. 9;6 
Littl e Inf l uenc e 17 12 
16.3% 15. 6 )'~ 
No Infl uence 32 30 
30. B ·:.~ 39. o ;~ 
104 77 
100.0 ~~ 100.0 ~/~ 
Total 
d.f. = 4 p '? • 05 
The a ss oc i at ion was not significant at the .as 
level of si gni f ic a nce; therefore , the null hypothesis 
could not be rejected. 
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Sub-Hypothesis 6C. Sub-hypothesis 6C was: 
There ~ ~ ~ difference in c ~ reer paths among 
South Dakota reg istered nurses ~ the extent of perceived 
influenc e on jo b ~ decisions ~ role models and other 
nurses (excluding peer work groups). 
Table 37 reports the findings relative to sub-hy-
pothesis 6C. 
Table 37 
Career Path of Nurses and the Extent of Perceived 
Influ ence on Job Move Decisions from Role Models and 
Other Nurs e s excluding peer work grou ps. 
Extent of Career Path 
Perceive d Influence Mo vement Nonmovement 
Strongl y Influenced 9 4 
a. ?::.S 5.2% 
Influenc ed 21 11 
20. 2 ~·~ 14.3% 
Influenced Somewhat 21 7 
20.2% 9.1% 
Little Influence 14 15 
13.5% 19.5% 
No Influ ence 39 40 
37.~ 51.9~ 
Total 104 77 
1 o o. o :. ~ 100.0% 
x2 = s. 2s1 d.f. :::: 4 p '7 • 05 
The association was not significant at the .05 
level of si gnificance; therefore, the null hypothesis 
could not be rejected. 
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Sub-Hypothesis 60 . Sub-h ypothesis 60 was: 
There ~ be ~ difference in career paths among 
South Dakota re gistered nurses and ~ extent of perceived 
influ ence on job ~ decisions from medical personnel 
other than nurses. -
Table 38 reports th e findings relative to sub-hy-
pothesi s 60. 
Tab le 38 
Car e er Path of Nurses a nd the Extent of Perceived 
Influence on Job Mo ve De c i sions from Medical Personnel 
othe r than Nurse s. 
Extent o f Career Path 
Perceived Influence Movement Nonmovement 
Strongl y Influenced 7 4 
6. ? <;~  5 . 2% 
Influ e nc ed 14 10 
13. s ::~ 1 3 . 0 ~~ 
Influ e nced Somewhat 17 10 
16.3% 13. 0~~ 
Littl e I nfluence 21 12 
20.2% 1 5. 6 }~ 
No Inf luence 46 41 
43. 3 ~:~ 53. 2 c-~ 
Tota l 104 77 
100.0% 100.0% 
72 = 1. 956 d.f . :a 4 p 7. 0 5 
The associati on was not si gnificant at the .05 
level of significance ; t he re f ore, the null hypothesis 
could not be rejected . 
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Sub-Hypothesis 6E. sub-hypothesis 6E was : 
There will ~ ~ difference in career paths amonq 
South Dakota re gistered nurses ~ ~ extent ~ perceived 
influenc e on job ~ decisions ~ family members . 
Table 39 reports the findings relative to sub-hy-
pothesis 6E. 
Table 39 
Career Path of Nurses and the Extent of Pe rc eived 
Influenc e on Job Mo ve Decisions from Family Members . 
Extent of career Path 
Perceived Influence Movement Nonmo veme nt 
Strongly Influenced 33 2 1 
31 • 1;s 2 7 . 3 :~; 
Influenc ed 25 2 3 
24 . o;s 2 9 . 9 ;G 
Influenc ed Somewhat 15 7 
14.1~ ~:~ 9. 1 .'~ 
Little Influence 8 3 
7. 7 ~1o 3 . 9 % 
No Influ ence 23 2 3 
22. 1 ;·~ 29 . 9 '.'~ 
Total 104 7 7 
1 00. 0 '1 :~ 1 o o. o :~ 
d.f. = 4 p /.05 
The association was not significant at the . 05 
level of si gnificance ; therefore, the null hypothesis 
could not be rejected . 
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Sub-Hypothes~s ~· Sub-hypothesis 6F was: 
Th ere ~ ~ ~ difference in career paths among 
South Dakota re gistere d nurses ~ th e extent ~ perceived 
influence on job ~ decisions ~ social friends. 
Ta bl e 40 reports the findings relative to sub-hy-
pothesis 6F. 
Table 40 
Career Pat h of Nurses and the Extent of Perceived 
Influence on Job Move Decisions from Social Friends. 
Extent of Caree r Path 
Perceived Influence Movement Nonmovement 
Strongly In fluenced 1 0 
1.0% 
Influenced 6 6 
s.a% 7. 8~~ 
Influenced Somewhat 12 6 
11.5% 7.8% 
Little Influenc e 24 9 
23.1% 11.7% 
No Influ ence 61 56 
58.7% 72.7% 
Total 104 77 
100.0% 100.0% 
x2 == 6 . 140 d.f. == 4 p,/' .05 
The associat ion was not signif icant at the .os 
leVel of significance; therefore , the null hypothesis 
could not be rejected. 
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Summary of Hypothes is 6. Hypothesis Six was: 
There will be ~ differe nce in career paths among 
South Dakota registered nurses ~ ~ extent of perceived 
influenc e emanatin g from certain "specific others.,. 
Of the si x sub-hypothes es tested, only one was 
found to be statistically significant at the .OS level. 
The significant relationship was found in sub-hypothesis 
6A; whi ch was: There will be no difference in career 
paths among South Dakota registered nurses and the extent 
of percei ved influence on job move decisions from employ• 
ers and job superiors . Slightly more than twice the 
proportion of movers to nonmovers perceived strong influ-
ence fro m job superiors and employers in their job move 
decisions. 
Sub-hypothesis 6A is rejected at the .05 level of 
signifi cance; the refore, Gene ral Hypothesis Six is 
also re jected as it pertains to perceived influences 
from employers and job superiors. 
Table 41 
Rejection Decision for General Hypotheses 1 through 6 
General Hypotheses 
1. There will be no difference in career paths 
among South Dakota registered nurses of 
variant edu cational attainments. 
2. There will be no difference in career paths 
among South Dakota registered nurses who 
either belong or anticipato membership in a 
professional nursing association and those 
who do not. 
3. Th e re will be no difference in career paths 
among South Dakota registered nurses and 
differing normative orientations. 
4. There will be no difference in career paths 
among South Dakota registered nurses with 
high, medium, and low family orientations. 
5. There will be no difference in career paths 
among South Dakota registered nurses with 
hi gh, medium, and low general career 
orientations. 
6. There will be no differenco in career paths 
among South Dakota registered nurses and 
tho extent of perceived influencos ema-
nating from certain "specific other." 
Rejection Decision 
Reject Fail to Reject 
X 
X 
X 
X 
X 
X 
~ 
0 
0 
Summary 
Of the si x general null hypotheses tested for 
signifi cance in this chapter and listed in Table 41, 
three were rejected. 
1 01 
The study found an association between a nurse's 
career path and professional group membership or antic-
ipated mem bership. 
The study found an association between a nurse's 
career path and the extent of agreement with the norma-
tive statement: " Nurses are motivated to change jobs 
mostly for financial reasons." Therefore, an association 
between career path and normative definitions was 
identified. 
The study also found an association between a 
nurse's car eer path and a perceived strong influence on 
job move decisions from job superiors and employers. 
Thus, a systematic relationship was identified between 
a nurse' s career path and the extent of perceived influ-
ences from certain "specific others." 
Chapter 6 
SUMMARY AND CONCL USIONS 
This chapter, divided int o three sections, 
presen ts an overview of the research investigation. The 
first sec tion presents a gene ral s ummary of the research 
project. Th e second section discus ses the conclusions 
inferred fro m the study findings, and the implications 
of these conclusions. The final portion of this chapter 
discuss es the limitations of the study and recommenda-
tions for fu rther study. 
Summary of the Research Project 
Interest in this research developed through 
an awa reness of rising health care costs and increasing 
demand fo r impro ved health care se rvices. Many of the 
costs in the management of health care resources are 
hidden costs, cost s that are not obvious to the general 
public. Employee recruitment and orientation pro g rams, 
togeth er with curtailment of direct patient care during 
personn el job change adjustments are as much an aspect 
of tota l health costs as are hospita l rate increases 
and person nel shortages . Recognizing that nurses con-
stitut e the lar gest occu pat ional categ ory of health 
provi ders, it was concluded that an understanding of 
their work force behavior patterns could contribute to 
planning mare efficient delivery of health services. 
This study, then investigated the problem: 
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What are the factors associated with career mobility of 
South Dakota registered nurses, and how do these patterns 
vary when associated with and controlled for selected 
structural and social factors? 
Consequently , the objectives of the study were to 
determin e: 
1. The extent of career mobility of South Dakota 
regis tered nurses. 
2. The factors associated with career mobility 
of South Dakota registered nurses. 
3. The extent to which the variations in selected 
social and structural factors help explain career mobility 
of sou th Dakota registered nurses. 
Literature on career mobility patterns has gener-
ally foc used on males , the majority in the composition 
of the work force. Re cent mobility studies have identi-
fied sex differences in career patterns, although these 
dif ferences may not be a direct function of sax. For 
example, research findings indicated that married women 
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den t i sts were mare mobile than male dentists and th e 
main r eason given for mobility was the husband's job. 
Mobili ty research studies have pre dominately examined 
verti cal career movements, perhaps reflecting the 
"Amer i can Dream" ideal that al l c itizens strive for upward 
career movement. Literature on t he correlates of upward 
male mobility pat terns have ident ified educational attain-
ment, highest degree obtained , s ponsorship, membership in 
tho proper clique, organizational growth and decline, 
car ee r orientation, and preocc upa tion with the work role 
as i mportant factors. Howeve r, Howa rd Becker noted in 
his s tudy of Chicago school teac he rs, that for some 
indivi duals and some occupations , horizon t al mobility 
has greater importance. Other mobility research has 
rev ealed that the greatest amo unt of mobility occurs 
in t he early career stages . 
The theoretical orientati on used to examine the 
pro bl em in this study, was the r ole-theoretic pe rspective, 
which view s behavior as having soc ial de t e rminants . This 
per spectiv e conceptualizes social organization as being 
composed of a network of statuses or po s itions within 
wh i c h individuals enact roles . As socia t ed with each of 
the s tatuses or positions are ex pectations pertin e nt to 
105 
the expec ted behavior of the positional occupants. 
Role-theoretic perspective suggests that expectations 
from refer ence groups , specific others, and social norms 
can acc ount for the role behavior of the individual. 
However, the individual's interpretation and perception 
of the expectations must be recognized and also the 
indivi dual's role-playing skills which reflect her 
competa nce and style, aid the individual in her selection 
of whi ch expectations to follow or select. The social 
organiz ation or social unit examined in this study was 
the nu rsing occupational category. The role behavior 
idonti fied in this study was each nurse~s career 
movem ent or nonmovement path. Theoretical deduction 
sug gested that the more nurses are supported by favorable 
norma tive definitions, reference group orientations, 
and expectations from "significant other," the more they 
will be inclined to make career moves when such moves 
are consistent with self-definitions and congruent with 
role-pl aying skills . 
Six general null hypothesis, together with 
twenty-ni ne subhypothesis were tested for statistical 
significance. The general hypotheses were: 
1. There will be no difference in career paths 
amon g south Dakota registered nurses and variant 
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educational achievements . 
2. There will be no difference in career paths 
among South Dakota registere d nurses who either belong 
or anti cipate membership in a professional association 
and those who do not. 
3. There will be no difference in career paths 
among South Dakota registered nurses with differing 
normative definitions . 
4. There will be no difference in career paths 
among South Dakota registered nurses with high, medium, 
and low normative family orientations. 
5. There will be no difference in career paths 
among South Dakota registered nurses with high, medium, 
and low general career normative orientations. 
6. There will be no difference in career paths 
among South Dakota registered nurses and the extent of 
perceive d influences from designated "specific others.n 
The sample selection process was a modified random 
method employing a three stage cluster technique. In the 
final sampling stage, an attempt was made to contact all 
full-time employed RNs in six South Dakota counties, 
namely, Clay, Yankton, Moody, Robe rts, Codington, and 
Brookings. The RNs selected had been working full-time 
for t he pas t five years with only short term career 
interr up ti ons (four months or less). 
The questionnaire was pretested by 82 southern 
Minneso ta r eg istered nurses. I n the late spring of 
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1980, the questionnaire was personally handed to 284 
South Dakota r egis t ered nurses or to their immediate 
supervisors f o r di spersement . One hundred and eigh .ty-one 
usable questionnaires were returned through the mail or 
uere pic ked up at preselected institutional sites. This 
was a usuable response rate of 61.5 percent. 
The que s tionnaire results were edited, coded, 
and t ested statistically for associations between the 
independent and dependent variables. 
Major Findings: General 
The descriptive research findings revealed extensive 
career mobility among nurses . Fi fty-seven and one-half 
percent of the nurses sampled had changed jobs at least 
once between 1975 and 1980. Horizontal movement accounted 
for 29.3 percent, vertical movement for 21 percent, 
and career line change for 7.2 percent of the path move-
ment. Geo graphic changes, define d as movement from one 
communit y to another , was associated with 58.5 percent of 
the hori zontal moves, 61 . 5 percent of the line change 
moves and 36.8 percent of the vertical moves. 
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A statistically significant relationship was 
identified between career movement and the ages of the 
respondent. The 24 through 35 year old respondent account-
ed for 44.2 percent of the job movement, the 36 through 
45 year old and over accounted for 30.8 percent, and the 
46 year old and over accounted for 25 percent. This find-
in supports the literature which reports that the greatest 
amount of career mobility occurs in the early career 
stages. 
Nurse respondents with school age children were 
proportionally greater nonmovers than movers. Fifty-four 
percent of the nurses who moved were without children or 
had children age five or under. This significant asso-
ciation seems to indicate that career movement is selec-
tive of respondent ' without children or with preschool age 
children. 
The proportion of respondents (specifically nurses 
employed five years or more) employed in all employment 
sectors (schoDl of nursbg, nursing home, clinic, and 
public agency) except in the hospital service arena in-
creased between 1975 and 1980, with the proportion in 
hospital service declining by 15.5 percent. 
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Major Findings: Hypotheses 
Research findings pertinent to the hypotheses 
testing identified three significant associations between 
a nurse's career path and social structural factors. An 
association was found between professional association 
membership or anticipated membership and career path. 
Findings revealed that the majority of both movers and 
nonmovers were association members. However, a larger 
proportion of the mobile nurses compared to nonmovers did -
riot belong to their professional association. An associa-
tion between the extent of agreement with the normative 
statement: "~Jurses are motivated to change jobs mostly 
for financial reasons," and nursing career path was identi-
fied. Findings revealed that a larger proportion of both 
career movers and nonmovers disagreed than agreed with the 
statement. However, the largest proportion of the undecid-
ed category was composed of career nonmovers while responses 
in the agree and strongly agree categories were proportion-
ally greater for the mover than the nonmover. The third 
association was that over two and one-half times the pro-
portion of career mobile nurses compared to nonmovers 
perceived strong influence from job superiors and employers 
in their job move decisions. Additional statistical tests 
revealed that the association between the variables in each 
of the significant relationships was of a moderate degree. 
Conclusions 
This section discusses the major findings and 
selected conclusions and implications inferred from the 
findings. The findings revealed that: 
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1. There was a difference in career paths among 
South Dakota registered nurses and membership or antici-
pated membership in professional nursing associations. 
The majority of both movers and nonmovers belonged to the 
association, however, proportionally the nonmovers were 
more likely to be association members. Nurse respondents 
identified their professional associations as being the 
most important health association or group to which they 
belonged. 
Review of the literature on nursing associations 
suggests that professional association membership is 
positively correlated with upward career mobility. The 
Nurses' Association presented a "Position Paper on 
Nursing Education" 1 in 1965, stating that registered nurses 
should be divided into two separate categories with sepa-
rate functions manely, the technical and the professional 
1American Nurses' Association, Educational ;Prep-
aration for Nurse Practitioners and Assistants to NursBs; 
A Posltion-Paper, (New York: The-Association, ~65). 
1 1 1 
nu r s e . Furthermore, t~e paper stated that the profession-
al nu rse should be university educated . The American 
Nurses' Association has often supporte d many state associa-
tion resolutions to make the baccalaureate degree the 
minum um educational requirement for e nt ry into profession-
al nursin g practice. 2 Since at least 1953, nursing cur• 
riculums at universities have emphasiz ed nursing manage-
ment principles and indirect patient car e tasks. 3 con-
sequen tly, it was concluded tha t nurse s who belong or 
antici pate d belonging to their profess ional associations 
would be strongly career mobile, espec ially vertically 
mobile into management positions with greater administra-
tive du ties. 
The actual findings, indicating the career 
stable nu rse was proportional ly mora likely to join her 
professi onal association than was the career mover, may 
reflec t the effects of extraneous or unmeasured variables. 
The pre dominant value of the nursing profession in the 
past ha s involved direct patient care and any up~ard 
2aonnie Bullough, "The Associate Degree: Begin-
or the End?" Nursing Outlook, (May 1971), P• 324. 
3Lyle saunders, "The Changing Role of Nurses," 
The Ame rican Journal of Nu rsing , 54, 9 , (September 1954), 
pp; 109 4-1098. 
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movement is a move away from this ideal. It should be 
noted that the majority of the nurse respondents were 
graduates of diploma nursing schools only (63.5%) and, 
thus were not educated nor socialized into nursing manag·e-
ment tasks and values. Furthermore, it should be recog-
nized that upward vertical movement may be blocked or 
limited for many nurses. 
2. There was a difference in career paths among 
South Dakota registered nurses and the extent of their 
agreement or disagreement with the normative statement; 
''Nurses are motivated to change jobs mostly for financial 
reasons.tr Fifty-six percent of all nurse respondents 
disagree or disagreed strongly with the statement. How-
ever, forty percent of the career mobile nurses agreed 
with the statement, which seems to indicate that for some 
nurses financial factors are an aspect of career move 
decisions. However, it should be noted that apparently 
other factors seem to have a greater effect on career 
mobility than -· the norms identified in this study. There 
uas no difference between career movers and nonmovers in 
the extent of agreement with the professional and career 
orientation norms. It was anticipated that the career 
mobile nurse would indicate a stronger commitment to 
these norms. 
11 3 
3. There was a difference in career paths among 
South Dakota registered nurses and the extent of perceived 
influence on job move decisions from job superiors and 
employers. Nurses who were career mobile perceived strong 
influence from their job superior or employer in their job 
move decisions. It seems apparent that such findings would 
be expected in any occupational setting. Any expected 
association between career mobility and perceived influence 
from other professionals did not occur. 
The conclusions reached in this study are: 
1. south Dakota registered nurses who are career 
stable are more likely than career movers to be members 
or anticipate membership in their professional association. 
2. Mobile registered nurses are more likely than 
nonmobile nurses to be motivated to change jobs for finan-
cial reasons, however, this apparently is not a viable 
factor in job move decisions for the majority of South 
Dakota registered nurses. 
3. south Dakota registered nurses who are career 
movers are more likely than nonmovers to be influenced in 
their job move decisions by job superiors and employers. 
It must be remembered when evaluating these conclu-
sions that the sample only involved nurses employed five 
years or more. 
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Theoreti cal Implications 
The research findings were not supportive of the 
theoreti cal perspective advance, which would seem to 
indicate that other factors have a stronger influence on 
career mov e decisions among South Dakota registered nurses. 
Factors no t identified in this study coul d have a negating 
or controlling effect on the reference group, normative 
definition , expectations fro m 11 significan t other" and role-
playing va riables tested in this study. Problems involved 
in measur ement of the variables could also have contrib-
uted to substantive errors. Uhat eve r the reasons, the 
findings in this study do not support the role-theoretic 
concepts and propositions explaining overt role behavior. 
Practical Implications 
The practical implications of this study are most 
relevant to health care delivery system planners and admin-
istrators. The knowledge that mobilit y is extensive among 
South Dak ota nurses with almost sixty percent of the nurses 
changing jobs at least once between 1975 and 1980, should 
stimulate concern and study. The information indicating 
movement out of the hospital service sector by nurses employ-
ed five yea rs or more, would seem to indicate a need for 
monitoring and management attempts to reverse this flow 
of experienced nurseso 
Li mi tati ons £! ~ study 
The results of this study should be evaluated 
carefully for several reasons . Some of them are: 
115 
1. The complexity of the role theoretic perspec-
tive with its yet unrefined definiti ons of the inter-
rela t ionships between role behavior an d self and expecta-
tions may have led to ambig ui ty , and unreliable and 
invali d indicator s of the theoretical concepts. 
2. The problems inherent i n al l sample surveys; 
the an swers may not reflect what the respondents · really 
feel a nd think but instead their ideals. 
3. Generalizations to all Sou t h Dakota nurses may 
be que stionable because the sampling procedures employed 
may not have assured accurate representation. 
4 . The problems inherent i n all ex post-facto 
desi gns , that is, is the indepe ndent variable really 
the cause of the occurrence in the ·de pe ndent variable. 
The la ck of control present in all e x post-facto designs 
makes th e strength of the relationship questionable. 
s. The inability of the find ings to support the 
theoret ical orientation and conceptua l model may be due 
to unidenti fied intervening variable s , such as the wornens 
tradi t i onal role in society , aspirati on levels, and 
block ed mobility patterns. 
6. The study did not compare career paths for 
nurses employed five years or less. 
Recommendations for Further Study 
Sug gestions for further study are: 
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1. An exploratory study of the factors associated 
with the mobility patterns of nurses. 
2. A study of nurse's aspirational levels and 
limits because of its possible influence on career move-
ments. 
3. A larger sample size so horizontal and verti-
cal dimensions of mobility could be examined separately. 
4. A larger sample so the career paths of nurses 
following different career lines could be analyzed 
separately. 
s. A study to determine to what extent horizontal 
mobility is viewed by nurses as more desirable than verti-
cal mobility. 
6. An inquiry to determine the extent of blocked 
mobility for nurses. 
7. A study of career mobility of nurses employed 
five years or less and the findings compared to this 
research. 
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NURSE MOJ ILIT Y STUDY 
This ques tionna ire attemp ts to contribute to an understand-
in g of the job changes of South Dako ta nurses . It is only · 
throu gh asking you the i ndividual nurse, to answer these 
questi ons that wo can obtain accurate information on nurs -
in g jo b chan ges and the factors that influence these 
chan Qes. ~ 11 answers wi ll be kept confidential . Please 
check the appropriate an swor and fill in the specific 
blanks when relevant. Thank You. 
A. The f ollotJing questions have to do with s orne cha rac-
teris tics about you . Please complete each question . 
1. How old are you as of your las birthday? 
2. , Are you sin Qle married 
divorced-,-o-r-separat-e~d-.-( check one) 
widowed , ---
3. Do you have any children? ___ yes no 
4. 
s. 
3a. I f yes, how many are: 
21~ under five years of a g e? 5 to 12 years of a g G? ---34) 13 to 1 J years old ? 
) 19 years old and over? 
From which of the following type of nursing 
schools did you gr aduate? (check those that apply) 
a. 2 year 
. b . 3 year 
c . 4 year 
d . 5 year 
e. Other , if so, describe the school : 
Which of the follow in g educational prog rams have 
you completed? (check those that apply) 
a. A. D. 
b . Diploma 
c. s achelor's deg reo in ... Jursing 
d. Bache lor's degr ee in Public He alth Nsy . 
e. Bachelor's de ~ ree in another field . If 
so, describe the field:~----------------
f • n aster ' s de '] :r e e in l'·l u r s ~ n g 
g . Ma ste r's degree in another field. If so 
describe the field. 
6. How ma ny in-service education pro g rams have you 
attemde d somes 1975? Please give your best 
est imate. 
7. Have you attended any nursing workshops since 
1975? yes no (check one) 
a. ~hat other specialized training relevant to your 
nursi ng career have you taken since 1975? 
Pleas e describe : 
------------------------------------
Ba . App roximately, how many hours did you spend 
on this training~ 
B. Ne xt we need to know sam~ information regarding your 
recen t Nursing employment . Beginning with your most 
recen t Nursing employment , please list all Nursing 
jobs since 1975. If you need more space, use back 
side of this page . Please note each position change 
even if it is within the same site. 
; f11on th r·l on th Type of ·T ype of Cl.ty 
.I and and Position Employer State 
1-
Year Year such as, such as, where 
Employed Terminated head nurse clinic , job 
_j . staff nurs:? Hasp. was : supervisor Public Health 
1 • I 
' · 
I 
,I 
I I ; 
JO B 
i , • I 2. I I ,. I 
I I i 
J llD 
3.-+- I I I 
i 4. 
I 
J(J8 
JO B 
I 
JO B r 
I 
:J. 
J I 
. / 
Now please examine you completed job list. It there 
ar e periods of more than 90 days when you were not 
ac tively emp loyed in 1-i ursing due to lack of nursing 
op portunity, employment in other fields, pregnancy, 
sickness or disability , vacation or household duties. 
or other reasons, please list those dates and explain 
why you were not actively nursing. ----------------
----·--------------------------------------------------------
C. Now we need information regarding your membership in 
heal th associat ions, orgamozatopms. pr activities. 
Pleas e co mp lete the following by naming under each 
category those to which you belong, have belonged or 
part icipated in s ince 1975. 
1 • General 
nursing 
professi ona l 
ass ociations, 
such as .C\ . f..,J . A. 
and N.L. N. 
2. Specialized 
profess ion a l 
assoc i 2t i ons 
such as, 
sur gical 
~.J urs e 
.. ~s sociation . 
3. state and 
Community 
He a lth 
Plan nin ] 
councils 
and oaards. 
How many 
times did 
this group 
meet last 
year? 
Of these 
mGetings, 
how many 
did you 
attend? 
If you have 
held office 
in any of 
these 
groups. 
Check 
below. 
4. Volent e er 
health 
gr oups , 
s u c h as E r·i T ' s 
sc r eeni n;J 
cl i n i cs , 
glo o dmooil es . 
5. Volente e r 
char i table 
f und dri ves. 
- - ·-·----
6 . Oth er, Please 
speci f y. 
D. Li st in ord e r of their imp ortance to you, the nam e s of 
t he h e3 l t h as sociat i ons or o r ganiza t ion s in which you 
a r e a membe r: 
1. Mos t importa nt 
----~~--------------------------2. Se cond most i mportant 
--------------------------------------3 . ·Third most important -----------------------------------
E. ~hat hea lth associ a t ion s or org a nizations do you plan 
or des ir e to join : Please s peci f y b y name: 
F. List ed bel ow are a set of statemen t concernin g car ee r 
norms. ~e would like to kn oq the e x t e nt to which you 
a g r ee or disagree with the statements. Pl eas e chec k 
the box that best indicates the exten t t o wh ich you 
agre e or disagree with each s tatem en t . c o ow 
)::J Ul ~ :J ..... ..... cT 
\0 cT \0 a. CJ) co t-j 
t-j t-j t-j co cu cu 0 
mo CD o 1.0 \O::J 
CD :J CD t-'• t'1 t'1 lO 
tO o. CD m ~ 
~ CD CD CD"< 
"< a. 
1. A nurse's central l i fe r-_] r-_J ~l.-_] r-_J [-_] -
inter est should be her r 
2 . 
3. 
4 . 
s . 
6 . 
7. 
a. 
9. 
1 0 . 
work. 
Nurses should conside r 
family situations more 
important than pr o fes -
sional advancement when 
considering job changes . 
RNs aspire to hav e jo b 
promotions. 
Nurses aro motiva t e d t o 
change jobs mostl y f or 
financial reas ons . 
r--J --
[:J 
Family life limits a [ -_] 
nurse ' s career pat h. 
r.Jurses with serious r-J 
career plans should haveL-
only short term ca Pe e r 
in~erruptions . (three 
inontlpb or-less) 
Nurse s should displa~ [ -] 
greater loyalty to their -
employer than to their 
profession. 
careers are very i mp o r ~ r -] 
tant for women t oday . ~-
Nurs ing work g oals [ _-1_ 
should focus on mein -
t en ance of existing 
skills rather than on 
growth or advancement . 
r·la r r i a ;1 e of t en i n t e r f e r s I. - j 
with a nurse ' s career -
ambition . 
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1 1 • Nurses should accept c:r 
,.._, 
t:J [:J [:J dead end jobs because L __ 
they aro compatible 
with family demands . 
1 2. f'la r r i e d women nurses 
toC:J I:J [:J --1 --1 should expect to have ~-- L--
change jobs because of 
changes in husbands job 
site. 
13. A nurse should change c:1 I:J c:J r--1 ~=j jobs frequently until L--
she finds one she likes . 
14. Society has a favorable 
attitude towards women 
--, L-- -:--1 L-- c:J c:1 --, ~--
changing jo b positions 
if they can improve 
their job situations . 
1 5. Nurses tend to change [:j --l [:J r-1 c:J job positions whenever l __ ---
a family crises arises . 
1 6 . Nursing career changes r:j r:J r-- --, r--1 ·should improve one's __ j l--- L--
social , financial , or 
professi onal status. 
17. r'l OS t women should have t:J r:J --l c:1 r-., careers today . L-- L-.! 
G. Listed below are persons thought to have influenced 
your jo b decisions. Please specify other if omitted. 
Ue would also like to know the extent to which these 
persons influenced your decisions to change jobs or 
not to. Please indicate this by checking the box 
which best represents the extent to which they influ-
enced your job change decisions. 
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2. 
3. 
4. 
s. 
6. 
7. 
Employer, Job Superior 
Other nurses you work 
with 
Other nurses you do not 
work with but admire---
or value their 
judgement 
Other medical personnel 
Spouse, parents, or 
family members . 
Social friends 
Others, (specify) 
t-1 (J) 
:JM" 
-t)t-j 
1-'0 
C:J 
rolD 
:Jt-' 
CJ"< 
CD 
CL 
c:J 
c:J 
c:J 
c:J 
[:J 
c:J 
c:J 
c:J 
c:J 
[:J 
r:J 
r:J 
tn t-1 
0 :J 
3--t> 
co ...... 
E: c 
:::rm 
ro :J 
c-t-0 
co 
CL 
r:J 
r:J 
C:::::t-1 
ro :J 
t; -1) 
'<I-' 
c 
I-' CD 
~·::J 
c-t-0 
c-r CD 
1-'0. 
co 
c:J 
c:J 
c:J 
Qlt-10 
c-t- :J ..... 
-=>0.. 
OJ I-' 
...... c:J 
...... coo 
::Jrt" 
0 
G) 
--, L __
c:J 
c:J 
c:J 
